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ABSTRACT
Due to the continual constant battle women have to face in order to progress in the
workplace, it has become necessary to assess the degree of transformational change
within the workplace within South Africa to try to establish just what these barriers are
and how it can be overcome. To examine the main problem, three sub-problems
were identified.
The first sub-problem that had been identified dealt with what the women’s rights in the
new South Africa. It was investigated by evaluating the situation in the New South
Africa and what has changed from the past. Is there more gender equality or not.
The second sub-problem looked at the barriers that women face in the workplace. It is
evident that sexual harassment, male chauvinism, trying to balance work and family as
well as organisational structure and culture were among the top barriers that are a
hindrance to women’s advancement in the workplace.
Finally, the third sub-problem investigated what the glass ceiling effect is and the effect
that this has on women in the workplace. The investigation evaluated, and
emphasised the difficulties that women face in order to progress in the hierarchy of not
only management but other occupations as well. Results have shown that most
females and males believe that the glass
xi
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ceiling is prevalent in the workplace. Most people believe that women can however
break through the glass ceiling but now there is a new phenomenon, “The Glass Cliff”
which allows women to break through the glass ceiling but only of organisations that
are already in trouble.
CHAPTER 1
THE PROBLEM AND ITS SETTING
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1.1 INTRODUCTION AND BACKGROUND
Traditionally, women have been viewed as child-bearers and keepers of the home
(Wright, 1990:7). Unfortunately this continues to be the case despite the fact that the
present charade gives the impression that people are liberal-minded about the issues
pertaining to gender equality. Only one in six women and one in five men take the view
that men should go out to work while women stay at home. This age-old mindset has
posed many unnecessary barriers which women are forced to attempt to conquer in
pursuit of their careers (Clutterbuck & Devine, 1987:2). According to Kimmel (2001),
women could not have it all cause men did; men had the fulfilling careers as well as a
loving family to which they could come home to. Today, as married women commonly
pursue their careers outside the home, concerns as to their ability to achieve equal
footing with their male counterparts without sacrificing their families needs trouble both
policymakers as well as economists (Blau: 2000).
One of the greatest obstacles to women is the attitude they have of themselves.
Historically, the idea that man was the allotted breadwinner and females were the home-
carers has been maintained to a large extent. In view of this, mothers have always
treated their sons with a greater regard than their daughters and this has caused the
female self-image, a sense of inferiority. To a large extent, women have developed a
“mental block” and are afraid to break out of this mindset. To overcome this imbalance,
women must become more assertive and it is imperative that they shed this inferiority
complex.
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According to Ilagan-Bian (2004), women faced many challenges in moving up –
exclusion from the old boys’ network, non-supportive bosses or colleagues, sexual
discrimination and male chauvinism. “Women still list male prejudice and the ‘old boy
network’ as the main obstacles to their progress” (Clutterbuck & Devine, 1987:2; Ilagan-
Bian: 2004). To achieve equal status, the requirement level for women to achieve in the
workplace, is set at a much higher standard, they are required to work harder, be more
qualified, more ambitious and competent than their male counterparts. However, they
do not reach authoritative positions with the same ease as their male counterparts with
similar positions, backgrounds and qualifications as themselves (Bryce, 1989:1). Some
women even try to emulate their male counterparts, in the hope that they could climb the
corporate ladder faster (Ilagan-Bian: 2004).
Male dominance in the workplace has forced a number of women to adopt a more
aggressive model. “The constantly reinforced message is that women succeed only if
they become more assertive, competitive, ‘dressed for success’ and more politically and
socially astute” (Erasmus, Schenk & Van Wyk 2000:394). This places women in a
disadvantaged position because they tend to lose sight of other responsibilities and they
sacrifice their personal lives (Bryce, 1989:3). Ilagan-Bian (2004) argues that female
managers have to work harder in order to be noticed and to prove that they can handle
the job, the family as well as everything else.
“Until recently, working and getting into the corporate world was like swimming in a pool
of predators (Ilagan-Bian: 2004). Ilagan-Bian (2004) adds that, “power” and “control”
were the daily buzzwords and cold-blooded predators were usually at the top of the
hierarchy. It is believed that women, in order to succeed, need to retain their femininity
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in combination with assertiveness and power (Bryce, 1989:5). Women are more in
touch with themselves and the feelings of others, which renders them more
approachable (Bryce, 1989:4). These strengths tend to be highly undervalued.
According to Ilagan-Bian (2004), the women leaders of today have redefined the
concept of power and discovered how power can be used to help people. Ilagan-Bian
adds that women leaders have redefined power as a caring kind of power, not self-
serving but one that is directed towards advancing an agenda and are comfortable with
this definition of power as it encompasses the notion of empowering others.
Women continue to be disadvantaged in newer management fields. They have been
excluded from being assigned to foreign or international management positions. A lack
of women in senior positions who mentor and encourage other women is the single most
important issue facing women in business (Baker & Mckenzie: 2001). They add that the
lack of women in senior positions was selected as the major issue facing women in the
workplace. Wage discrimination is another barrier which women face because they do
not receive equal pay for equal work. “Women still earn substantially less than men
(Bryce, 1989:1). Full-time employed females receive just fewer than fifty percent (50%)
less than their male colleagues (Bryce, 1989:1). According to Blumner (1999), The
intractable wage gap between men and women widens during most of women’s working
years. Blumner (1999) goes on to suggest that this shows that men advance in their
fields, while women lag further and further behind. This discrepancy between male and
female provides confirmation of the discrimination against women. Women have also
been prejudiced by the amount of training they receive and they have fewer
opportunities to gain experience particularly in the industry (Clutterbuck & Devine,
1987:3). The wage gap between male and female managers actually widened between
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1995 and 2000. (Dingell & Mahoney: 2002). They add that this is particularly troubling
seeing that this occurred during a time of economic prosperity.
Sexual harassment of female workers by male supervisors is evidently increasing in the
workplace. Recent cases in various courts over the world particularly the Western
Hemisphere gives credence to the fact that sexual harassment is on the increase. Over
the past twenty years, there have been several highly publicized cases of sexual
harassment in the United States (Zippel: 2002). According to Zippel (2002), while
sexual harassment used to be a subject of jokes and ridicule, behaviours are seen today
as illegal. Zippel (2002) goes on to say that while cases in the past did not attract public
attention, more and more women are willing to report incidents today with the
expectation that employers will take the necessary action required.
Although the structure of an organization is accommodating to women, the deeper the
structure of the acceptable characteristics and modes of behaviour are still determined
by male values (Clutterbuck & Devine, 1987:3). Evidence exists in most organisations
that they often mirror society’s ideas about which groups of workers are appropriate for
certain jobs (Xu & L’effler, 1992). Stereotyped thinking still determines corporate
practice towards women and it will take time for this to change (Clutterbuck & Devine,
1987:3). It is believed that change will occur when the organization attempts to
transform its culture (Clutterbuck & Devine, 1987:3). Organisations are definitely
gendered. Men make rules, like other dominant groups, that will preserve their
privileges (Reskin, 1999:73). Top executive ranks are still predominantly male because
the conventions of most power cultures also tend to be male-oriented (Savage: 2002).
According to Savage (2002), many able women find themselves quickly marginalized
17
and barred from real influences as they are faced with the unexpected and
acknowledged culture change, together with a gap whose criteria for power and
influence are automatically masculine.
At present the fashion is, that whilst men have their entertainment of sport and other get
together’s, females are called on to maintain the show. This clearly shows that females
are disadvantaged in that they are not given the privileges of this entertainment. Much
remains to be done in order for women to have the same work opportunities as men.
The above is a brief introduction into the barriers women face, which will be discussed
later in more detail.
1.2 PROBLEM STATEMENT
“It is reported that although managers are accepting affirmative action in relation to
blacks, it is not regarded in the same light when it came to women in South African
organisations” (Erasmus, et al., 2000:76). It is still evident that female-male differences
hold implications for work performance abilities and this leads to sexual discriminatory
management practices. Although women are advancing in the workplace, sexual
segregation is still rife and well maintained by their male counterparts (Clutterbuck &
Devine, 1987:2). Resulting from this, there are a number of barriers hindering the
progress of women. This leads to the following problem, which will be addressed by this
research:
Investigations into what the barriers are that women in organizations face?
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1.3 SUB – PROBLEMS
In order to develop a research strategy to deal with and solve the main problem, the
following sub-problems have been identified:
1.3.1 The first sub-problem:
What are the women’s rights in the new South Africa?
1.3.2 The second sub-problem:
What are the barriers that women face in the workplace today?
1.3.3 The third sub-problem:
What is the glass ceiling effect and the effect this has on women in the
workplace?
1.4 DEMARCATION OF THE RESEARCH
Demarcating the research serves the purpose of making this research topic more
manageable from a research point of view. Omitting certain topics does not mean that
there is no need to research them.
1.4.1 Level of management:
The study will not be limited to a specific sector of business. All levels of the firm will
be examined as throughout the spectrum of employees, females experience
discrimination.
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1.4.2 Size of organization:
Organisations employing more than fifty (50) employees will be used this study.
The motivation for this is that larger organizations will have larger number of
employees to highlight the discrimination between male and female, which we are
trying to examine.
1.4.3 Geographical Demarcation:
The empirical component of this study will be limited to organizations lying within
the following geographical areas:
- Eastern Cape: This region is defined as the Nelson Mandela Metropole as
Statistical Region Forty-Six (46), which comprises of the industrial areas of
Port Elizabeth, Despatch and Uitenhage.
1.4.4 Influential Women:
This research will be limited to examining the barriers that women face and how
they can achieve success without losing their femininity, that is, what makes a
successful women, female power, how to influence others, assertiveness,
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managing one’s image, interviews, making an impact on at meetings, life and
career planning, taking risks, managing domestic life and combining motherhood
with a career. This study will include the historical background of the struggle for
equality in other words, the suffer-jet movement.
1.4.5 Managing Diversity:
The term “managing diversity” is often used s a synonym for affirmative action.
Affirmative action is implemented to level the playing fields cause by past
imbalances. The subject of this study will be limited to females and the barriers
they face.
1.4.6 Subject of evaluation:
The term “managing diversity” is often used as a synonym for affirmative action.
Affirmative action is implemented to level the playing fields caused by past
imbalances. The subject of this study will be limited to females and the barriers
they face.
1.4.7 Subject Evaluation:
The field of barriers women face in an organization could be divided into the
following:
(a) Discrimination that women have to put up with
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(b) What is the glass ceiling effect
(c) Barriers that women face in the organisation
(d) Current Theories and practices regarding the barriers and how they can be
overcome
1.5. DEFINITIONS OF SELECTED CONCEPTS.
1.5.1 Discrimination:
Discrimination on the basis of gender, sex, pregnancy, marital status, family
responsibility, ethnic or social origin, colour, sexual orientation, age, disability,
religion, their status, conscience, belief, political opinion, culture, language or birth
is prohibited by the Employment Equity Act (Erasmus, B, Schenk, H and Van
Wyk. 2000:164). Discrimination will be defined as the unjust or prejudicial
treatment of different categories of people especially on the grounds of gender.
Harassment of any of the above mentioned is regarded as unfair discrimination
(New Oxford Dictionary, 1998:528). For the purpose of this research,
discrimination will be the recognition of the difference between one thing and
another (Word Power Dictionary: 2001).
1.5.2 Diversity
For the purpose of this study, diversity is defined as the state or quality of being
different or varied (Word Power Dictionary: 2001).
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1.5.3 Inequality:
Massive inequalities affect social development and efficiency and have an impact
on economic growth. Inequalities pertaining to race and gender are rife in South
Africa and it is becoming increasingly impossible for the country to sustain
especially because of its impact on the economy. For usage in this study,
inequality is defined as the state or quality of being unequal. It is synonymous
with disparity, which is the state of being different or unequal (Word Power
Dictionary: 2001).
1.5.4 Barriers:
A barrier can also be seen as an obstacle or hindrance. In this study, it will be
defined as anything that prevents or obstructs passage in corporate world (Collins
English Dictionary, 1991:127). A barrier is an obstacle that prevents movement
or access (Word Power Dictionary: 2001). The latter of the definitions will be
used in this research.
1.5.5 Chauvinism:
This term can be used as “an exaggerated aggressive patriotism or prejudiced
loyalty for one’s own group or gender” (South Africa Concise Oxford Dictionary,
2002:194). The term can also be used as an “irrational, smug belief in the
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superiority of one’s own race or gender” (Collins English Dictionary, 1991:276).
Chauvinism is an exaggerated or aggressive patriotism (Word Power Dictionary:
2001). It is also known as excessive or prejudiced support of one’s own cause,
group or sex. The latter definition will be more appropriate in this research.
1.5.6 Sexual Harassment:
Sexual Harassment is regarded as the repeated making of sexual advances or
obscene remarks to a person especially in the workplace (South African Concise
Oxford Dictionary, 2002:74).
According to Erasmus, et al. (Erasmus, et al., 2000:192), attention is regarded as
sexual harassment if:
(a) There is persistence of the inappropriate behaviour although single
occurrences can also constitute harassment.
(b) The recipient of harassment has indicated that they are offended by the
advances or remarks
(c) The perpetrator should have been aware that their behaviour was not
appropriate or acceptable.
(Erasmus, Schenk and van Wyk, 2000:192)
1.5.6.1 Legal Definitions of Sexual Harassment
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1.5.6.1.1 United States (EEOC 1980)
“a) Harassment on the basis of sex violation of section 703 of title VII of the Civil Rights
Act of 1964, discrimination on the grounds of sex U.S.C. Sec. 2000(e)…. Unwelcome
sexual advances, requests for sexual favours, and verbal or physical conduct of a sexual
nature constitute sexual harassment when
(Quid pro Quo)
1) Submission to such a conduct is made either explicitly or implicitly a term or condition
of an individual’s employment
2) Submission to or rejection of such conduct by an individual is used as a basis for
employment decisions affecting such individual, or (Hostile Environment)
3) Such conduct has the purpose or effect of unreasonably interfering with an
individual’s work performance or creating an intimidating, hostile, or offensive working
environment…
1.5.6.1.2 European Union: Amendment to the Equal Treatment Directive
(Passed 2002, in force in 2005)
Harassment on the basis of sex as well as sexual harassment constitutes discrimination.
Definition: “Sexual Harassment: where any form of unwanted verbal, non-verbal or
physical conduct of a sexual nature occurs with the purpose or effect of violating the
dignity of a person, in particular when creating an intimidating, hostile, degrading,
humiliating or offensive environment.”
Harassment: where an unwanted conduct related to the sex of a person occurs with the
purpose or effect of violating the dignity of a person, and of creating an intimidating,
hostile, degrading, humiliating or offensive environment.
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http://www.de2.psu/edu/harassment/legal
1.5.6.1.3 German Federal Employee Protection Law 1994
(Bundesbeschaftenscutzgesetz)
“Sexual harassment is every intentional, sexually motivated behaviour, which offends the
dignity of employees in the workplace. This includes
1. Sexual acts and behaviours that are illegal, under other criminal law and,
2. Other acts or demands which include sexual physical touching, remarks with
sexual content, as well as the showing or visible display of pornographic
materials, if they are recognizably rejected by the person affected.
For the purpose of this research project, sexual harassment will be defined as the
persistent misplaced, unwelcome sexual advances or remarks made by senior
colleagues on female employees, attacking their dignity.
1.5.7 Affirmative Action:
Affirmative action has been implemented as a strategy to level the playing fields of past
imbalances. There are many definitions:
a. It refers to steps taken to put an end to discrimination and to promote equal
opportunity preventing the recurrence of this discrimination (Erasmus, et al.,
2000:155).
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b. In South Africa, affirmative action has broad connotations as apartheid did.
Its actions in this case are to eliminate the effects of apartheid and create a
society where everyone has equal chance of progressing in life (Erasmus, et
al., 2000:155).
c. Affirmative Action is also viewed as a temporary measure to achieve equal
opportunities with regard to employment without affecting the standard of the
organization and also the aspirations of current component members
(Erasmus, et al., 2000:156).
d. Affirmative Action is the favouring of those who tend to suffer from
discrimination (Word Power Dictionary: 2001)
For the purpose of this study, the latter is the definition which best complements the
topic under research.
1.5.8 Progress:
Progress will be defined as a forward movement or advance to something better or
higher in development, in other words, a gain in proficiency (Chambers English
Dictionary, 1998:1370).
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1.5.9 The Glass Ceiling Effect:
The Glass Ceiling Effect refers to obstacles hindering progress of any minority group to
managerial positions. It is a fairly new phenomenon. For the purpose of this study, it
will be defined as an invisible but impenetrable barrier between women and
hierarchical positions in the business world regardless of their merits and
accomplishments. The Glass Ceiling is an acknowledged barrier to advancement in a
profession, especially affecting women and members of minorities (Word Power
Dictionary: 2001). The latter definition will be used throughout this research.
1.6 SIGNIFICANCE OF THE RESEARCH:
The human potential is the most important part in any society. Due to imbalances
caused by the lack of education and training, a huge vacuum has developed in terms of
skill and this has resulted in the need for a greater number of a skilled persons.
It is imperative that every possible resource is utilized in terms of the talents that could
be made available. To depend on male sector of society only, would be a folly in that it
could never satisfy the needs of the industrial of commercial development in this
developing economy. It is quite clear that the talents and ability, which women could
provide, should be utilized to its full potential. It is essentially necessary that this should
be done.
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With the advance of education in the female sector, the progress of women cannot be
impeded any longer. In view of the changing traditional stereotyped image of females,
women are becoming more ambitious and striving to climb the corporate ladder. They
have an increased need to be the delegator rather than be delegated to.
Merit is the criteria of the success of any organization. There are cases where females
have the ability to make decisions but are forced to work under males who are less
qualified to make those decisions. This occurs as a result of gender discrimination and
causes tremendous frustration and impairs the progress of the organization.
Imbalances of remuneration to females as opposed to males, does not augur well for the
best interest of the organization in that it creates further frustrations. In any
organization, the central goal is profitability. This can only be achieved if members of
organization are motivated. If women experience wage discrimination, it will affect their
performance, thus it is essential that the study highlight those areas that affect the
achievement of these ideals.
The whole purpose of this research is to investigate, explore, evaluate, and emphasise
the difficulties that stunts women’s progression to the hierarchy of not only management
but other occupations as well. By exposing the prevalent flaws in the system and
spotlighting the needs for change, these imbalances can be effectively alleviated and
merit will become the sole criteria for the upward movement of people in any
organization.
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1.7 RESEARCH METHODOLOGY:
The broad methodology that will be followed in this study is described below. The
following procedure will be adopted to solve the main and sub-problems.
1.7.1 Literature Survey:
The barriers that women face, current theories and practices as well as how they can
achieve success without losing their femininity will be identified from the literature.
1.7.2 Empirical Study:
The empirical study will consist of:
a. Mail Survey:
A mail survey will be conducted among the females of an organization
using a questionnaire drawn by the researcher; to establish what barriers
they face, in the workplace and among the males to establish their
viewpoints of female’s achievements in the workplace.
b. Measuring instrument:
As mentioned above, the researcher will develop a comprehensive
questionnaire for this research project to determine the barriers women
face in the workplace and the male viewpoints of female’s achievements in
the workplace.
c. Sample:
A statistically significant random sample of all those who employ more than
fifty (50) employees will be used for the mail survey. The reason for
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choosing large organization is that the bigger the sample; the more
accurate the results would be.
d. Statistical analysis of data
The statistical procedures to be used in interpreting and analyzing the data
will be determined in consultation with a statistician at the time of the
questionnaire is drawn up.
1.8 ASSUMPTIONS MADE
International Authors have written most of the research literature that is available on
this topic. It was therefore necessary to make the assumption that most of the
relevant research would also be applicable to most of our South African
organisations.
1.9 COMMONLY USED ABBREVIATIONS
ERA - Equal Rights Amendments
US - United States
WNC - Women’s National Coalition
EEOC - Equal Employment Opportunities Commission
ILO - International Labour Organisation
UK - United Kingdom
EOC - Equal Opportunities Commission
i.e. - Such As
etc. - Etcetera
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yrs. - years
no. - Number
et al. - And Others
1.10 STRUCTURE OF THE STUDY
Chapter 1 deals with the problem and its settings. This will include a brief
introduction and background together with the problems as well as the sub-
problems. This leads us to Chapter 2, which is just a review of related literature.
This chapter looks into what has changed from the History of the Suffragette’s
Movement, the barriers women face today, the Glass Ceiling effect as well as the
latest phenomenon, ‘The Glass Cliff’ effect. Chapter 3 looks into what research
design and methodology is, the different methodological approaches as well as the
different type of research methods. Analysing the results received from the
empirical survey and the one-on-one interviews will be dealt with in Chapter 4.
Chapter 5 will take this one step further and integrate the findings in the literature
study with the results of the survey and the one-on-one interviews. Finally, we will
come to a conclusion in Chapter 6. This chapter will deal with recommendations to
what women and men can do in order for women to advance in the workplace as
well as concluding remarks to this study.
CHAPTER 2
REVIEW OF RELATED LITERATURE
2.1 INTRODUCTION:
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For working women, it is time for reassessment. The number of women entering the
workforce has been unparalleled in history (Clutterbuck & Devine, 1987:1). According
to Horgan, (2001), women entered the workplace in droves and quickly found that they
were still second-class. Realistically, women seem to have made little advancement in
improving their work environment (Clutterbuck & Devine, 1987:2). Statistics reveal that
despite the fact that women constitute forty percent (40%) of workers the structure of
work remains sexually segregated (Clutterbuck & Devine, 1987:2; Horgan: 2001).
Real contradictions were faced by women in the way that they lived their lives, and the
roles that they were told the should be playing demanded a huge change (Horgan:
2001)
Scientific and technological fields have been shown to exclude women and devalue
their worth, but these gender biases have been considered as “natural” and thus
required no explanation (Wright, 1990:1). Women are found to be more concentrated
in fields such as banking and insurance, distributive and retail trades, clothing,
footwear, professional and scientific services (Clutterbuck & Devine, 1987:2). More
than a century ago, there were virtually no female doctors, lawyers, judges, bus
drivers, mechanics or engineers (Horgan: 2001) “With both male and female
industries, men fill the authority positions” (Clutterbuck & Devine, 1987:2). The
institute of Personal Management conducted a study that showed that few females
reach senior levels (Clutterbuck & Devine, 1987:2). The percentage of women who
represent leadership positions in the workplace is miniscule (Byrd-Blake: 2004).
Happily this situation is changing. Historians and philosophers of science and
technology are beginning to endure women and feminist perspectives (Wright, 1990:1).
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While women have made progress towards equality in the workplace, gender issues
continue to surface in today’s work environment (DeLaat: 1999). Millions of working
women have taken control of their lives and now look to a career to provide them with
a sense of fulfillment and worth (Clutterbuck & Devine, 1987:1). They have become
more ambitious, voicing their hopes, dreams and needs and thus have found
themselves at a cross road where important choices must be made (Clutterbuck &
Devine, 1987:1).
According to Zippel (Zippel: 2001), women have been gaining status in the workforce
by slowly climbing the ladders in corporations and organisations. It is an accepted fact
that women’s ambitions will also taken second place to domestic responsibilities and
she also reassures that women can advance in their fields “without sacrificing their
femininity” (Wright, 1990:3). Women’s concerns about work are often inseparable from
their domestic lives but they may not know how to translate their day-to-day problems
on the job with family responsibilities in an action that can be remedied (Gender
Promotion Programmes – International Labour Office: 2001). Baker was aware of the
abilities of women and she also spotlighted the external barriers that women
encountered (Wright, 1990:3). Most of women entrepreneurs have to conquer
enormous obstacles to set up companies and current research suggest that women
feel that self-employment is their only option (Clutterbuck & Devine, 1987:7). More
women are starting their own businesses than ever before as they cite frustration with
the work environment, desire for challenge, and more flexibility for becoming
entrepreneurs (Women in the US Labour Force: 2003). According to Banducci
(Banducci: 2002), closing the gender gap is not only the right thing to do but also good
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for business. Banducci (2002) argues that this will increase the viewpoints and
leadership methods available to businesses.
The career development of British Managers, 1984 survey carried out by the British
Institute of management, found that in order to achieve equal status, women needed to
be more qualified, ambitious and mobile in changing jobs (Clutterbuck & Devine,
1987:2). “Women have been contending not only with the difficulties of the new work
itself, but also with problems of establishing their rights told” (Wright, 1990:3). Since
there are differences between gender and among individuals, treating people, as they
want to be treated, respects both differences as well as similarities. (Banducci: 2002).
Banducci (2002) goes on to add that issues in the workplace can be traced to the
different ways in which men and women perceive the world.
It is argued that on the superficial structure, organizations accommodate for women,
but deeper structures of behaviour and characteristics are still determined by males
(Clutterbuck & Devine, 1987:5). According to Banducci (2002), the prevailing
organisational culture is more in alignment with most men’s styles and approaches as
most of these organisations have been established by men and are directed primarily
by men. Recent studies show that technology and women’s work is a tale of
underlying continuities are wage discrimination, sex segregation and perceptions that
women are transitory members if the workforce (Wright, 1990:4).
Women in Scientific and Engineering professions identified that discrimination and not
lack of ability are more of a hindrance to women (Wright, 1990:7). “Women are often
channeled in to “people’, Human Resources admin or research-type functions, which
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are seen in many organisations, as secondary or support roles” (Breaking through the
Glass Ceiling: 1999).
Evidence of this discrimination as well as increased hours of housework has led to the
conclusion that, “technology has not enabled women to rise over proletarian status”
(Wright, 1990: 7). The division of household duties is a major issue for most dual-
worker couples (Block: 2004). Block adds that attempts to protect a traditional division
of duties creates an overload situation for women and men who have been raised in
traditional home usually struggle with more equal distribution of household duties,
which is evidence of a lack of leadership at home.
Until recently women have had two options. Firstly, to follow or imitate male behaviour;
and secondly, to imitate the stereotyped role of women (Clutterbuck & Devine, 1987:5).
“Women are more disadvantaged than their male peers as they are excluded from the
‘old boys network’. This network is crucial to assessing information about implicit
norms and power coalitions” (Ilagan-Bian: 2004). According to Ilagan-Bian (2004),
male chauvinism still accounts for a significant part of the obstacles women faced in
the corporate world. There seems to, be no middle ground between these two choices
thus resulting in a fragmented sense of their own identity (Clutterbuck & Devine
1987:6). According to Cheung (Cheung: 2001), lots of barriers out there and here are
the reason why women failed to break down the ‘glass ceiling’. They never value
themselves highly enough.
Women are referred to as “bearers and rearers of children”, as “workers”, and as
“home makers” (Wright, 1990:7). However, the domestic responsibilities of women are
very seldom given the recognition that it deserves and often is over looked (Clutterbuck
36
& Devine, 1987:3). Private companies should recognize the contributions that working
mothers make and try to accommodate their needs (Independent Women’s Forum-
Women and Work: 2004). According to Block (2004), women are assuming significant
roles in the workplace and entering domains that were previously dominated by men,
which has created a new set of challenges that both husbands and wives must face
together.
Changing legislation is viewed as the first step to eliminate the barriers to women in the
workplace (Clutterbuck & Devine, 1987:3). However, much more needs to be done
before women acquire equal opportunities (Clutterbuck & Devine, 1987:4). The United
States Government has experimented with a number of different methods in its efforts
to reduce employment barriers for women and other minorities groups (Davidovich:
2003). Davidovich adds that prior to the Civil Rights Act of 1964, the United States
government relied on voluntary action by employers with no evidence of any success.
A survey carried out reveals that a number of women made use of mentors and listed
many benefits of this relationship in dealing with problematic issues (Clutterbuck &
Devine, 1987:6). Effective role models were selected as the single most important
factor to help women achieve success (Baker & Mckenzie: 2001). They indicate that
mentors have impacted positively on the self-confidence of women and heightened
their visibility within companies (Clutterbuck & Devine, 1987:7). According to Baker &
Mckenzie (2001), role models play a major role in the professional development of all
individuals, regardless of gender. It seems clear that women are beginning to develop
equivalents to the “old boy network” for themselves (Clutterbuck & Devine, 1987:7).
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In this time of adjustment, women are receiving unique opportunities to enrich their
working lives and it is important that they do not allow the barriers that exist to hamper
their progress.
2.2 THE PAST AND THE PRESENT – WHAT HAS CHANGED?
“Never doubt that a small group of thoughtful, committed citizens can change the
world. Indeed it’s the only thing that ever has” (History of the movement: 1848 –
1998). This was the conclusion made by Margaret Mead after dedicating a lifetime to
surveying the progress of women’s emancipation. This principle has proved
successful throughout the development of America. Her insights and beliefs were
once though to be foreign but they have surfaced many a time throughout the
development of America. Margaret Mead believed in religious freedom for women,
women having a voice in government and living free of enslavement. Visionaries,
whose dedicated work, brought about changed attitudes towards women, steadfastly
held these principles.
The majority of Americans presently shares this (History of the movement: 1848 –
1998). 1998 commemorated the 150th anniversary of the women’s rights movements.
Astounding changes have occurred, both social and legal, spanning over the past
seven generations, now accepted as the norm. The present generation can hardly
imagine that life as they experienced was ever any different.
“Women have not been passive recipients of miraculous changes in law and human
nature.” History of the movement: 1848 – 1998). In order to achieve these staggering
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changes, active planning and lobbying and non-violent resistance were used to create
and improved environment for all women of America.
2.2.1 Revolution
According to the American literatures, the women’s rights movement dates back to a
tea party held on the 13th July 1948 by a group of American women. The discussion
centered on the situation of women and it was Elizabeth Cady (EC) Stanton, one of the
pioneer theoreticians of the 19th century women’s rights, who used this as an
opportunity to voice her discontent of the limitations placed on women under the new
American Democracy. Just ten years prior during the American Revolution, women
took equally dangerous risks as compared with their male counterparts but they had
not gained freedom (History of the movement: 1848 – 1998). From this tea, emanated
a large-scale plan to reduce the restrictions placed on women (History of the
movement: 1848 – 1998). The first women’s convention was to be held at Wesleyan
Church in Senecca Falls in July 1848. The Agenda included a number of pertinent
issues relating to women’s rights in various sectors of society.
2.2.2 Declaration Draft
Elizabeth Cady Stanton drafted what she entitled the “Declaration of Sentiments” using
the declaration of independence as a model. She paralleled her strategy for women’s
rights with the American symbol of liberty. “We hold these truths to be self evident that
all men and women are created equal, that they are endowed by their creator with
certain inalienable rights; that among these are life, liberty and the pursuit of
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happiness” (History of the movement: 1848 – 1998). This declaration of sentiments
highlighted the grievances of women and the list is as follows:
· Married women were legally dead in the eyes of the law
· Women were not allowed to vote
· Women had to submit no laws when they had no voice in their formation
· Married women had no property rights
· Husbands had legal power over and responsibility for their wives to the extent that
they could imprison or beat them with impunity
· Divorce and child custody laws favored men, giving no rights to women
· Women had to pay property taxes although the had no representation in the
levying of these taxes
· Most occupations were closed to women and when women did work they were
paid only a fraction of what men earned
· Women were not allowed to enter professions such as medicine or law
· Women had no means to gain an education since no college or university would
· With only a few exceptions, women were not allowed to participate in the affairs of
the church
· Women were robbed of their self-confidence and self-respect, and were made
totally dependent on men
Source: History of the movement: 1848 – 1998
The above encompasses severe indictments imposed upon both American and
European women in 1848 however, it was far worse for enslaved black women during
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the same period. “Now in view of this disenfranchisement of one half of people of this
country, her social and religious degradation, in view of the unjust laws above
mentioned, and because women do feel themselves aggrieved, oppressed and
fraudulently deprived of their most sacred rights and privileges which belong to them
as citizens of the United States” (History of the movement: 1848 – 1998).
2.2.3 Convention Convened
The convention was convened over two days; the 19th and the 20th July 1848. The
Declaration together with the twelve resolutions stated previously were discussed
during the convention. Of the twelve resolutions, only eleven received unanimous
backing. The resolution stating that women were astounded that Stanton could even
consider such an idea. It took the argument of Frederick Douglas, a noted Black
American abolitionist and rich orator to sway enough votes and eventually the
resolution was won. He argued that women, like the slave had a right to liberty. He
went on further to say “Suffrage us the power to choose rulers and make laws and the
right by which all others are secured” (History of the movement: 1848 – 1998).
It was at this first women’s rights convention that women vowed to employ every
possible resource within their power to reach their goal. They ended with the hope
that this convention be followed by many others alike throughout the country to
improve the new republic and ensure more egalitarian lives for their people.
However, they were not naïve enough to believe that their goal would be reached
without serious criticism (History of the movement: 1848 – 1998).
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2.2.4 Backlash
As anticipated the criticism followed. The media scandalized about the inconceivable
notion that women could demand the vote. In an attempt to ridicule the movement,
the declaration and names of women who endorsed this movement, were frequently
attacked in the media (History of the movement: 1848 – 1998). Many women as a
result of the publicity and embarrassment retracted their signatures, however most
women did not waver. The negative articles published were widely distributed and as
more of the public became aware of women’s hopes for expanded rights, these
articles took a positive spin (History of the movement: 1848 – 1998). Stanton and her
female counterparts have never imagined the support that followed throughout the
country from this publicity.
2.2.5 The Movement Expands
The movement, which began in Senecca Falls, went on to expand. The women
attending that first convention has hoped for further conventions to be held throughout
the meetings addressed those issues stipulated by Senecca Falls’ convention.
(History of the movement: 1848 – 1998)
EC Stanton, Susan Anthony, Lucy Stone and Sojourner Truth, pioneer theoreticians
of the 19th century women’s rights movement in the United States, traveled widely
lecturing, picketing and lobbying for the next four decades. The pivotal issue became
that of the vote because it was believed that once that fight was won, the other issues
would fall into place. The campaign for women’s suffrage only met success seventy-
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two years later as a result of those who opposed it (History of the movement: 1848 –
1998).
“The story of diligent women’s rights activism is a litany of achievement tactics used to
a activist opponents and make the most of limited resources (History of the
movement: 1848 – 1998). The suffrage movement is a tale of the obstacles faced by
women in order to achieve what is viewed as one of the most basic American Civil
Rights – The Vote. Ruth Bader Cinsburg, now a Supreme Court Justice in the United
States, after learning about the dramatic tale of the movement said “I think how much
we owe to the women who went before us – regions of women, some known but
many more unknown, I applaud the bravery and resilience of those who helped all of
us – you and me – to be here today” (History of the movement: 1848 – 1998)
2.2.6 After the Vote
In 1919, the National American Women’s Suffrage Association became known as the
League on women Voters to ensure that the vote that they fought for would be used
effectively (History of the movement: 1848 – 1998). 1920 marked the historic year in
which the vote was won. It was Alice Paul, the founder of the National Woman’s
Party in the US, who realized that the women’s rights movement was an ongoing
struggle, which was only advanced by winning the vote because those who had
pioneered the suffrage looked no further.
1920 was also the year in which the Women’s Bureau of Department of Labour
undertook to investigate the conditions under which women worked and implement
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strategies in order to rectify this. This included protection of women from abuse and
unsafe environments. 1923, Alice Paul who continued the quest for women’s rights
as the leader of the National Women’s Party drafted the equal Rights Amendment for
the United States constitution. This would imply that “men and women have equal
rights throughout the United States” (History of the movement: 1848 – 1998).
2.2.7 Post Suffrage
A public health nurse in the United States, Margaret Songer, initiated the post
Suffrage movement, also known as the birth control movement. This new aspect to
women’s emancipation included the idea that a woman has a right to control her body,
her own reproduction and sexuality (History of the movement: 1848 – 1998). It
endorsed modern women’s right to declare and to decide whether they would become
mothers and when by means of birth control. Songer and her supporters faced strong
opposition to this movement and it was only in 1965 that married couples could obtain
birth control legally (History of the movement: 1848 – 1998).
2.2.8 The Second Wave
The 1960’s saw the second wave of the movement begin and not what was believed
by many to be the commencement of the Women’s Rights movement (History of the
movement: 1848 – 1998). The second wave comprised of a number of events:
1. First, in 1961, Esther Peterson, Director of Women’s Bureau of Department of
Labour urged government to take an active role in addressing discrimination of
women. This sparked the convening of a commission on the status of women by
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President Kennedy and it reposed discrimination against women in almost all
sectors.
2. Belly Kredon then published a Book the “Feminine Mystique” in 1963 based on a
survey she concluded which she documented the oppression of middle class
educated women. The book became a best seller and women began aspiring to
much greater things than the conventional homemaker.
3. 1964 Civil Rights Act prohibited discrimination on the basis of sex, race, religion
and national origin. The equal employment opportunity commission was
established to investigate complaints of discrimination but it soon became evident
that the commission was not pursuing complaints received.
4. The national organization for women was then organized in 1966 and they were
followed by other organisations targeting the needs of specific groups, for
example, Blacks, Asians, Latino’s, Lesbians, etc.
5. Young women at college campuses began to take active roles in anti-war and
civil rights movements but their male counterparts were knocking down their
efforts. They went on to form their own women’s liberation organization to
address this.
Source: (History of the movement: 1848 – 1998)
2.2.9 New Issues Surface
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From the women’s rights movement stemmed a number of grass root projects. These
included establishments of women’s newspapers, bookstores, cafes, battered
women’s shelters, rape crisis centers, childcare centers for working mothers, family
planning clinics as well as abortion services (History of the movement: 1848 – 1998).
Equal access to higher education became law in 1972, which resulted in the number
of professional women increasing more than two-fold.
Women’s improvement in sports, especially athletics, has been phenomenal.
Presently, one in three girls partake in sports as opposed to one in twenty-seven
previously. Financially, women have been liberated. They can now be issued with
their own credit cards and can also receive bank loans without having to have a male
as a co-signer. Women can hold any job for which she is qualified today, which was
impossible pre-Women’s Rights Movement (History of the movement: 1848 – 1998).
In 1972, Equal Rights Amendments (ERA) was re-introduced, fifty years after it was
first drafted by Alice Paul. The amendment stated and I quote “Equality of Rights
under the law shall not be denied or abridged by the United States (US) or by any
state on account of sex” (History of the movement: 1848 – 1998). The amendment
was passed and campaign began for state confirmation. E.C. Stanton had predicted
previously “Anticipate no small amount of misconception, misrepresentation and
ridicule” and this proved true once again. Opponents to the ERA debated the
consequences of the movement. They believed that it would lead to “men
abandoning families, gay marriages, unisex toilets” and result in government
controlling too much of women’s personal lives. Only thirty-five of the thirty-eight
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states needed to write it into the US constitution, granted confirmation of the ERA in
1982 (History of the movement: 1848 – 1998).
The ERA proved to be a very controversial topic as was most issues emanating from
women’s rights movements. “Allowing women to go to college? That would shrink
their reproductive organs! Employ women in jobs for pay outside their homes? That
would destroy families! Cast votes in national elections? Why should they bother
themselves with such matters? Participate in sports? No lady would ever want to
perspire!” (History of the movement: 1848 – 1998).
2.2.10 Complex Issues
The 1990’s brought with it fresh issues with regards to the women’s rights movement.
The movement ventured in territories that Seneca Falls’ convention never thought
possible. Women’s reproductive rights, involvement of women in military and religion,
affirmative action, pornography, sexual harassment, surrogacy, social security issues
are amongst the controversial issues which have come to the fore (History of the
movement: 1848 – 1998).
Presently, a third wave of activism by women lead the way to confronting the issues
mentioned. “Whatever choices we make for our own lives, most of us envision a
world for our daughters, nieces and granddaughters, where all girls and women will
have the opportunity to develop their unique skills and talents as well as pursue their
dreams (History of the movement: 1848 – 1998).
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Now, over 150 yrs (a hundred and fifty years) later, women have made tremendous
progress in terms of issues addressed by EC Stanton in Declaration of Sentiments as
well as built upon her modeling attempt to further women in all sectors to which they
were previously denied access. Alice Paul, who first drafted the ERA in 1923, said, “I
always feel the movement is a sort of a mosaic. Each of us outs in one little stone,
and then you get a great mosaic at the end" (History of the movement: 1848 – 1998).
2.3 WOMEN’S RIGHTS IN THE NEW SOUTH AFRICA
As most of South Africans know, just 10 yrs (ten years) prior to Nelson Mandela’s release
in 1982, “feminism” was rare and hardly spoken about in South Africa. This is why Nelson
Mandela’s vision of a “non-sexist, non-racist” South Africa came as a shock to many when
he mentioned it during one of his post-release speeches in a Washington DC Hotel.
Although it would have been excellent to believe that our politicians were finally coming
around and becoming sensitive to empowering women in a South African society, this
was too much of a co-incidence seeing that 54% (Fifty-four percent) of those eligible to
vote in the first free elections were in fact women (Beck: 1999).
The women’s votes were therefore of utmost importance for those parties who were
looking to shape the future South Africa. The sad fact was that although this was an
opportunity to vote and finally put an official end to apartheid, for many women, life would
continue with very little improvement. Most of the problems that identified are specifically
women’s problems, which were aggravated or caused by apartheid practices (Beck:
1999). It was made virtually impossible for Africans to establish, and sustain families by
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South African policy, it was pure sexism in both White and African communities, which
made women, bear the burden of that impossibility.
Half of South African families rely on the mother to provide for and raise the children
under the pretense that the men support the families (Beck: 1999). Women are
discriminated against when they seek employment and if they do find work, they are paid
about 30% (thirty percent) less than their male counterparts. They have less job security
and they receive unequal benefits. When women are at home raising the children under
extremely difficult conditions, this is not regarded as “work”.
The abolition of apartheid’s socially and economically irresponsible policies alleviated
much of the poverty related diseases and malnutrition as well as the unavailability of safe
birth control options but women’s lives will be improved because they will be less poor
and not because South Africa will be less sexist in any way (Beck: 1999).
South Africa is lagging behind as far as women’s rights are concerned, and there is no
feminist movement as such in South Africa (Vaida: 2001). Politics of race has always
interfered with the politics of gender. Women’s liberation movements were discouraged,
as it was said to be politically divisive and to the detriment of the anti-apartheid
movement. The anti-apartheid struggle led Africans to cling to archaic traditions in
retaliation to the attacks on their cultures. The traditional law conflicted with non-sexist
ideals in that women are seen as minors under their husbands or male relations. In order
to obtain a loan, telephone, or an apartment, they need a man’s signature (Beck: 1999).
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Women’s political representation is less that 10% (ten percent) although they constitute
over half the population in South Africa (Beck: 1999). In May 1992, fifty-four South
African women’s groups came together to form a National Umbrella organization, The
Women’s National Coalition (WNC). This was formed in order to try and remedy these
imbalances and to ensure gender equality is guaranteed in our new constitution. In April
1993, they managed to obtain a concession that each party in the negotiating process
must have at least one woman. This proved to be only a symbolic victory in what is so
rightfully called the “Ultimate Boys Game” (Beck: 1999). Not only, can the women not
influence decisions in this locker room atmosphere, “but they also have to suffer the
school boy sniggers and sneers, the trivialization, which is the boy’s general attitude
towards women and their particular posture on the rare occasions when the issue of
women’s rights comes up for discussion” (Beck: 1999).
The WNC has undertaken an ambitious campaign in order to educate women voters as
well as conduct a nationwide survey in order to identify the issues of greatest concern to
women. Politicians, who are not committed to organized action that is required to give
women a fair chance in South Africa, can only hinder the progress of women in South
Africa (Beck: 1999).
2.4 BARRIERS THAT WOMEN FACE TODAY
2.4.1 Gender Inequality
“Gender inequality is particularly prominent in the professions, where women are
concentrated in those occupations which are relatively low in the professional hierarchy.”
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(Turner 1986: 68). According to Turner, objective conditions of equality are international
as local inequalities are tied to macro-processes of economic decline, de-industrialisation
and dependency, while it is clearly a product of internal stratification. “ Gender issues in
today’s workplace can be traced to the different ways that women and men perceive the
world (Banducci: 2002). Banducci adds that people are different and we need to
understand those differences and act in a way to maximize the value of these differences.
The reasons for disadvantages for women in comparison to men can be described in
terms of structural or systematic sexism. All structures are designed to either exclude
women or discriminate against them. Women are taught at one level to have different
expectations of life while at another level, they learn that they are not equal. This is why
there is a confusion and conflict about their roles in society.
The table below, table 2.1, “Different Voices form Different Worlds” provide a guideline for
understanding the traditional differences between men and women’s culture as well as
their perceptions.
These gender inequalities are costly to any country’s economic development as well as
the well being of its people (World Bank: 1995). One lesson that was learnt from past
experiences has been that educating girls is one of the most effective ways to promote
development.
While women have made considerable progress towards equality in the workplace,
gender issues continue to surface in today’s work environment. According to research
done by the Equal Opportunities Commission (EOC), it is clear that:
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· Social attitudes by people that believe that “women should stay at home: have
changed considerably. Men are taking an increasingly active role in rearing the
children. In general, traditional stereotypes of male and female roles are breaking
down.
· People are still experiencing unfairness in their daily lives and they feel concerned
about it. They are intolerant of unfairness in the workplace. People’s awareness
of the right thing to say is sometimes driving prejudice underground.
· Although both men and women work, women generally retain the key responsibility
for childcare. It is recognized that this limits their opportunity to realize their
potential at work.
· There is widespread commitment to a fairer, more tolerant society and fair
treatment for all is a popular and appealing vision, which is shared by the majority.
· Individuals are sometimes resigned to inequality – often seeing it as a ‘private
issue’ that they can do little about, or fear being seen as ‘trouble-makers’ or simply
being unaware of where to turn for help.
· Cultural and other barriers are seen as important but not something individuals
alone can address.
· People feel that inequality is complex, driven by gender, age, social class, race,
health, disability and sexuality.
· The language used to talk about these things needs to be refreshed to take into
account of this changing context and to be more grounded in people’s daily lives.
(Source: Labour Force Survey, 2002)
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Problems are evidently more subtle and complex than 75 yrs (seventy-five years) ago but
it is still very real. Although people have wider choices, they are still constrained by
barriers and it is very difficult for individuals to tackle it alone.
In order for women to achieve full equality, changes amongst men are vital. They need to
realize that gender equality is also in their interests. The Platform for Action adopted at
the Fourth World Congress on Women, in Beijing in 1995 said and I quote: “The
advancement of women and the achievement of equality between women and men are a
matter of human rights and a condition for social justice and should not be seen in
isolation as a women’s issue” (World Bank: 1995).
According to Kimmel (2001), It was women who made gender visible. He goes on to say
that gender has joined race and class as the three axes around which social life is
organized. Secondly, women have transformed the workplace and are there to stay. The
difference in women’s working lives is visible in the past three generations.
According to Banducci (Banducci: 2002), there is a new platinum rule, which is: “Do unto
others as you they would like done unto them”. We need to understand that people are
different and act in a way to maximize the value of differences. Gender issues can be
traced to the different ways in which men and women are perceived in the world and this
is to a large extent caused by the different social influences that were exerted on them as
they were growing up.
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Table 2.1: Different Voices from Different Worlds
WORLD VIEW INDIVIDUALISTIC
Most Men
RELATIONAL
Most Women
VIEWS JOB Series of transactions with others
in which
Taking action is based on the
highest priority
Fighting fires
Decision-making driven by logic
Working through problem-solving
alone
Getting others to transform their own
self-interests.
Systems thinking: looking at context
and all factors before taking action
Preventing fires
Decision-making driven by values
Working through problem-solving by
communication and talking it out with
others
PERCEIVES, THINKS & SPEAKS Independence
Competition
Hierarchy
Rules/Rights
Either/Or
Regards events as
isolated/discrete
Information is power, share as
needed
“I Know”
Goal orientation
Interdependence
Relationship
Network/Connection
Flexible Guidelines/ Responsibility
Both/ And
Considers events within a context,
linking one to the next
Information empowers people, sharing
creates new information and
connection
“I (empathize) understand”
Process orientation
USES LANGUAGE TO: Report on Events
Negotiate
Who wins/ Who loses
Who’s up/ Who’s down
Power
Problem Solve
Establish rapport
Negotiate
Making connections
How we all win
Policy
Expand & understand relationship of all
things to come to a solution
LANGUAGE OF EMOTION: Ok to express anger, aggression &
rage
Not ok to express tears, fear, pain,
tenderness, and emotion
Works through by problem-solving
alone
Ok to express tears, fear, pain,
tenderness, and emotion
Not ok to express anger, aggression &
rage
Works through by communicating,
talking it out with others
GREATEST FEAR Being shown to be incompetent Isolation
(Source: Banducci: 2002)
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2.4.2 Chauvinism and sexual harassment
The Human Resources Ministry has defined sexual harassment under the Code of
Practice on the Prevention and Eradication of Sexual Harassment in the Workplace
(1999) as “any unwanted conduct of sexual nature having the effect of verbal, non-
verbal, visual, psychological or physical harassment that might, on reasonable
grounds, be perceived by the recipient:”
(ii) As placing a condition of a sexual nature on her or his employment; or
(iii) As an offence or humiliation, or a threat to his or her well being, but has not
direct link to his or her employment
Male chauvinism in our country is deeply ingrained. However, gender sensitivity and
sexual harassment concerns both men and women. Women generally bear the brunt
of male chauvinism as well as sexual harassment. Some women just tolerate it as
the find it difficult or embarrassing to speak out and those who do speak out may not
get the support and in turn are further victimized or ostracized at work. Issues such
as gender bias, gender sensitivity and sexual harassment concern both men and
women in working towards a nation that is committed to rights.
“’Sexual harassment’ stands out as the key contemporary site of gender struggles
over gender norms, sexuality, power and gender equality, as well as legal and
organisational norms.” (Zippel: 2002).
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Sexual harassment is any harassment or other unequal treatment of an employee or
group of employees that would not occur but for the sex of the employee or
employees (Davidovich: 2003). According to Davidovich (2003), it may compromise
of an illegal condition of employment if this unequal treatment follows a sufficient and
pervasive pattern. He goes on to say that this need not take the form of sexual
advances or other instances with clearly sexual overtones, in order to constitute
unlawful discrimination. According to Davidovich (2003), there are two types of
sexual harassment; firstly, harassment where one’s employment benefits are
conditioned upon engaging in sexual activity and secondly, where there is a hostile
environment sexual harassment i.e. different treatment of women or derogatory
comments to women.
Sexual harassment in the workplace is often a distorted effort to women back into
their place, to remind them that they are unequal and that they are just women even
though they are in the workplace. It allows men to maintain their sense of entitlement
and the illusion that the public sphere really belongs to men. It is a way to remind
women that they really do not belong in the workplace. Carothers and Crull (1984:
224) argue that sexual harassment of women in traditionally female jobs, including,
secretaries, waitresses, and lower-level managers, “appears to be exploitation of role
and power differences, whereas in the non-traditional setting, the motive seems to be
a defense against what male workers take to be an implicit challenge to their gender,
power as well as their work roles.” According to Zippel (2002), ‘sexual harassment’
stands out as a key contemporary site of gender struggle over gender norms,
sexuality, power and gender equality, as well as legal and organisational norms.
Zippel (2002) goes on to add that women’s groups in workplaces have mobilized
56
around the issue of sexual harassment and have demanded that employers take this
issue seriously.
There are three forms of sexual harassment: gender harassment, including
derogatory remarks about one’s gender, sexist stereotyping etc., unwanted sexual
attention which includes sexual remarks, innuendo, joking, ‘accidental’ touching but
also asking repeatedly and inviting for dates, as well as sexual coercion, including
physical assault (Zippel: 2002). According to Zippel (2002), sexual harassment can
produce severe economic effects and can be emotionally devastating as well as
contribute to unfair barriers to women’s equal access to education and work. Zippel
(2002) goes on to further add that sexual harassment is a pervasive problem, which
affects predominantly women in education as well as in the workplace.
2.4.3 Globalisation: how women are affected?
“In the last 30 yrs (thirty years), women have come a long, long way. Our lives are
nobler and richer than they were, but they are also fiendishly difficult … the
contradictions women face have never been more bruising than they are now … On
every side, speechless women endure endless hardships, grief and pain in a world
system that creates billions of losers for every handful of winners. It is time to get
angry again.” (Greer, 2004:4)
Although globalisation is argued by many to be a ‘man’ seeing that it had negative
consequences for women and children, it also had contradictory effects on women.
Globalisation has brought great freedom to women especially those in conservative
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countries where they can finally be independent of men and have some choice in
their in their personal lives (Horgan: 2001). By bringing women into the workforce,
globalisation has given women the power to end the system that breed’s poverty,
exploitation and oppression, which they lacked in the past.
Women are constantly concerned about their ability to achieve equal footing with
men without sacrificing their families’ needs. One of the primary obstacles to a
woman’s success is motherhood (Horgan: 2001). Choosing between a career and
family is a thing of the past. It is always the men who could have a rewarding career
outside the home as well as the loving family to come home to.
Women’s lives have been utterly and completely transformed. Men, though some of
them have changed in some ways, most have not undergone a comparable
revolution. Both men and women’s lives have undergone enormous change but men
have done very little to prepare for this world.
The fight for a balance between work and family continues, as the world today is
nothing like previous decades of a traditional nuclear family, where the husband went
out to work in order to support the wife and kids back home. Divorce rates are one of
the highest in the world today. More women are working today than ever before and
many of them have children. There are more families that are maintained by women
who must be both primary breadwinner as well as caregiver.
The majority of the new women workers are in the service sector – many in jobs that
used to be relatively well-paid, high status men’s jobs, which have been de-skilled
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and demoted in the job hierarchy. “It is about the production of ‘adaptable workers’
and ‘the development of attitudes necessary for the workplace’.” (World Bank, 1995).
Although technological development has made women’s lives a bit easier, it has also
made working conditions more stressful and demanding. Wherever women are
working, they can earn considerably less than their male counterparts’ wages in less
industrialized countries. In industrialized countries, the poorest women earn up to
two-thirds, while professional women earn approximately three-quarters of their male
counterparts’ wages.
2.4.4 How organisational structure can be a barrier
It is evident in most organisations that they often mirror society’s ideas about which
groups of workers are appropriate for certain jobs. Hiring and promotion often
express the informal expectations about gender, race and class of people that are
best suited for a particular position, which in turn produce race- and gender-stratified
work forces. People of a particular gender become identified with certain kinds of
women. Occupations that are usually labeled as “men’s” jobs (e.g. engineer and
janitor) are not equally distributed across different racial groups (Xu & L’effler, 1992).
“Those who advocate a ‘colour blind’ or ‘sex blind’ approach to hiring and promotions
ignore the fact that the usual racial and sexual biases will persist without
intervention.” (Blumberg, 1987:130). Women have transformed the workplace and
are here to stay (Kimmel: 2001). Kimmel adds that almost half of the labour force is
female. The structures of the labour market, relations in the workplace, control of the
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work process as well as the compensation system are all affected by these elements
of the organisational culture. Organisations are gendered.
“Because most organisations have been established by men and are directed
primarily by men, the prevailing organisational culture is in alignment with most men’s
styles and approaches” (Banducci: 2002). Banducci (2002) goes on to further state
that these different styles and approaches are to a large extent caused by the
different social influences exerted on men and women as they are growing up. Both
gender and race interact with social class to determine both women’s and men’s
positions in an organisation. Class, on the one hand, affects a worker’s hierarchical
position, whereas gender affects the segregation of occupations within the class-
based hierarchy.
“Patriarchy is not simply a hierarchical organisation, but hierarchy in which particular
people fill particular places” (Hartmann 1979, p.13). Within the organisational
culture, gender and race become synonymous with one’s place in the hierarchy.
Men often resist the entry of women into many domains. According to Byrd-Blake
(2004), women have incorporated many strategies in order to assist them in
remaining focused while still entrenched in patriarchal systems. Byrd-Blake (2004)
adds that the dominant perspective in the workplace has been andocentric or male
biased.
According to Kimmel (2001), in every arena – politics, military, workplace,
professions and education – the single greatest obstacle to women’s equality is the
behaviours and attitudes of men. Kimmel states that changes among men represent
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the next phase of movement for women’s equality – that changes among men are
vital if women are to achieve full equality.
Reskin (1988:61) argues that:
Men will resist all the efforts to close the wage gap. Resistance will include
them opposing the equalizing of women’s access to jobs as integration would in
turn equalize women and men on the current superficial cause of the wage gape
- - occupation. Men will try to preserve job segregation as this is a central
mechanism through which they can and will retain their mail dominance in other
spheres, and because many prefer the company of others like them … They will
also resist all efforts to replace an occupation with alternative principles for
assigning pay that would mitigate the segregation’s effect on a woman’s wages.
Lieberson (1985:166) notes, “the dominant group uses its dominance in order to
advance its own position” by writing and as necessary re-writing the rules to
counteract any challenge to their continued dominance. “Like other dominant groups,
men make rules that will preserve their privileges”(Reskin 1988:73). “Traditionally,
gender equality issues have been the concern of women. Very few men have been
involved in work to achieve equality. However, if equality is to become a reality in all
areas of society, a genuine desire for change and active participation in the part of
both men and women are called for” (Kimmel: 2001). Male dominated organisations
often resist any attempts to diversify their workforce by moving women as well as
minorities out of the low-paying occupations into higher-level jobs (Cockburn, 1991).
Our lives have changed and men have done a very little to prepare for this completely
different world (Kimmel: 2001). According to Kimmel (2001), men’s lives have
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changed dramatically, but the notions we have about what it means to be a man,
remain in a pattern that was set decades ago, when the world looked very much
different to what it is today.
2.5. THE GLASS CEILING EFFECT
The Glass Ceiling effect is defined by the Labour Department in New York as artificial
barriers based on bias that prevents qualified individuals progressing in upper
management levels in an organisation. Where the glass ceiling is present, women
receive lower paying positions. This has a detrimental effect on the morale and
economy of any corporation. Department of Labour has implemented a glass ceiling
initiative in order to try and alleviate this problem.
The term “Glass Ceiling” was first used in 1986 and has been around for nearly fifty
years (Whalin: 1999). It has been a barrier in place since women dominated the
households for example, in World War II, most men went to war and women were left
to support the children. Once the war ended, most women did not continue working;
a big percentage continued this new trend. However, women and other minorities
had many obstacles to conquer.
There were no laws prohibiting discrimination in the workforce until about 1964, when
the Civil Rights Act came into being. It established laws against intent to discriminate
and it prohibited employers, unions and employment agencies from prejudicing
employees on the basis of race, sex and age (Whalin: 1999). This act was
instrumental is starting the progression of women in the workplace. Employers are
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now liable to the employees if discrimination occurs. This has resulted in employers
having to review present policies and making the necessary changes.
Equal Employment Opportunity Commission’s purpose is to enforce anti-
discrimination laws. The commission investigates allegation of bias and puts into
place negotiations once filing of charges occurs. Office of Federal Contract
Compliance Programs has been introduced to pro-actively reduce barriers to women’s
employment.
The impact of these implementations can be seen in Corporate America. While
women, between 1990 and 1994, have increased representation as compared to the
past in senior positions. This provides evidence that the glass ceiling effects is slowly
breaking down and will continue to do so in the future (Grisanti: 1999).
The past decade has been promising in that modern trends of promotion have been
implemented. Affirmative Action and modern women voicing their frustrations has
both been instrumental in the positive changes. Realisation of the unique qualities of
women that compliment organisations has occurred. It is believed that women have a
unique leadership style and this can definitely be used to their advantage (Valente,
1999). Markela Valente, author of a research newsletter, maintains that the maternal
natural qualities of women are in high demand. Breaking the glass ceiling is an
economic priority. It would definitely be a folly to ignore its effects.
The Feminist Majority Foundation has expressed their concern about the “Glass
ceiling” publishing many articles that express that there are still barriers for women to
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make it to the top in the majority of companies in the United States. Some reasons
mentioned are (1) women are placed in jobs in areas that do not lead to top positions;
(2) the old boy network, (3) sex discrimination, (4) sexual harassment and finally (5)
the weak anti-discrimination law (Jaromilla: 2003).
The way in which society was built a long time ago has created the problems, which
we are facing and trying to fix. Women are being encouraged to get higher education
in the last thirty years, though this was not always the case. The “glass ceiling” was
created when a society made women believe that they should be home taking care of
their kids or having light and flexible jobs so that they can go home earlier in order to
make dinner and be with the kids.
This has changed dramatically though. Women are being encouraged to get higher
education and compete with men for the highest positions in a fairer way. Even
though there is an increase of highly educated women, the problem has not been
completely resolved. Men are still ruling companies, and protecting their power with
secretive and well managed “Glass-Ceilings” (Jaromilla: 2003).
Women are the most visible victims of the real glass ceiling due to the deeply
ingrained attitudes at the lower levels. They have to be better than the equivalent
male colleague to win in the promotion handicap stakes. It’s tough to make it to the
top, usually requiring higher levels of merit, in order to achieve senior executive status
(Savage: 2002-2003).
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Some argue that experiencing a glass ceiling is like catching a glimpse of a rainbow
that is refracted through glass. In other words, it all depends where you are standing
(Blumner: 1999). The glass ceiling is a gender-based barrier to professional
advancement; it is the problem of women getting stymied or slowly losing ground in
their careers.
It has been reported that it is critical of current government initiatives aimed at getting
single mothers into work and providing “one-size-fits-all” state-run childcare
programmes. “ Women today have no difficulty in regarding themselves the same”
(Katz: 2003). Katz added, “I think the women who will break through the glass-ceiling
are doing so as they are work-centered. Offering them stat childcare is not going to
make a difference to them; they are independent-minded and will make their own
childcare solutions. “The problems come in the government’s underlying assumption
that all mothers want to pursue full-time careers while they are bringing up their
children”, it concludes(Katz: 2003).
“Glass Ceiling is a term used to describe the artificial plateau, beyond which women
and other minorities are denied opportunities to advance to upper levels of executive
management in the corporate word” (Davidovich: 2003). According to Davidovich
(2003), it has become routine practice to deny qualified females top level jobs,
merited by their performances. He goes on to say that “Glass Ceiling” barriers
towards women are nothing but a form of sex discrimination, which is in violation of
the law.
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When the term “glass ceiling” first entered America’s public lexicon in 1986, when The
Wall Street Journal’s “Corporate Women” column identified a puzzling new
phenomenon, this phrase immediately captured the attention of the public as well as
business leaders, journalists, and policy makers.
The release of the fact-finding report by the Glass Ceiling Commission (Fact finding
report of the Federal Glass Ceiling Commission – Washington DC: 1995) confirms the
aptness of the “glass ceiling” metaphor. It is evident that there is a barrier that is only
rarely penetrated by women or minority group members. The glass ceiling has been
called the “unintentional result to recognize the benefits of workforce diversity at the
highest level of corporations.”
According to the Bureau of Labour Statistics, women and men managers tend to work
in different occupations and industries. Studies show that women select industries
and occupations that enable them to combine both work as well as family
responsibilities, and that jobs where women predominate generally pay less than jobs
where men predominate. While women may hold ‘management’ titles in some
industries, their positions are ‘often less strategic, lower paying areas of the
company’s operations”. (Wirth: 2001).
Although there is and agreement by both men and women that progress has been
made over the past ten years, women still feel that there are certain issues, such as,
equal pay for equal work and a male-dominated corporate culture. Family issues
jumped into the limelight in 2001 for both men and women (Deloitte & Touche Survey:
2001). They agreed on four out of the five top barriers. While most men feel
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women’s overall position in the workplace has improved significantly, women believe
their position improved only moderately. Women agreed that a male-dominated
corporate culture was their top barrier to success. Men strongly agreed with that in
1995, but ranked it as less of an impediment in 2001. They in turn felt that balancing
family and work was the top barrier that women face in 2001 (Wren: 2004).
According to Vaida (2001), South African companies in private sectors are seriously
lagging behind their international peers when it comes to diversifying their boards by
including female and black directors. The latest board index from the executive
search firm, Spencer Stuart, shows that black directors make up just 23% (twenty-
three percent) of boards. A mere 10 % (ten percent) of boards in South Africa have
female directors. Of those 10%, 40.6% (Forty point six percent) have only one female
board member.
Chris van Melle Kemp, a partner at Spencer Stuart, says “Boards are not yet
effectively leveraging the rich diversity of skills and outlooks across the South African
economy” (Vaida: 2001) He goes on to say that companies that were surveyed for the
index displayed some sort of improvement. The number of boards that have more
than one female representative has also risen slightly.
The glass ceiling hinders not only individuals, but also society as a whole. It cuts our
pool of potential corporate leaders by eliminating half of our population. It ultimately
deprives our economy of new leaders, new sources of creativity. In order to compete
successfully in today’s global markets, we will have to unleash the full potential of our
work force. The time has come to dismantle the “Glass Ceiling” (Vaida: 2001).
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2.6 THE GLASS CLIFF
According to Wren (Wren: 2004), Ryan and Haslam became interested in high-
powered women on the edge of a possible career crash after there was an article
published in one of the United Kingdoms (UK) newspapers – The Times, which ran a
story that criticized women for failing their companies once the had ‘broken through
the glass ceiling’ and secured a high level boardroom job (Wren: 2004). According to
this article, companies that were led by women were performing poorly and were
taking a financial downturn. Female Chief Executives were blamed for “wreaking
havoc” on share prices and profit. The article concluded that businesses would be
better off “without women on the board”. Curious about this situation, Ryan and
Haslam undertook a study in order to find out if this really was the case.
According to Wren (2004), Ryan and Haslam found that these companies were in
fact under performing for at least five months prior to their appointment and that
women were more likely elected to those unstable positions (Wren: 2004). Their
study, which was published in the British Journal of Management, warns that women
who manage to burst their way through the glass ceiling may find themselves at the
edge of a new problem, the so-called glass cliff, where the chance of failure is high.
According to Haslam (Wren: 2004), women were often only appointed to senior
managerial jobs in firms that were in trouble and that once business picked up again,
the gender doors closed once more. The glass cliff phenomenon was not confined to
a specific profession or social group, but found across the business spectrum. Men
were seen generally as being very good when everything was going well but women
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have the upper hand in a crisis. However, once the crisis is over, women tended to
find themselves isolated and they also have to struggle to hang on to their jobs in
comparison to their male colleagues. According to research, women were well aware
of this phenomenon and have ample evidence to support this whereas by and large,
men were in denial.
Not all women in turn see the glass cliff as negative. Some women relish the
opportunity to ‘prove themselves’ in a tough job. “Some of them felt that their
promotion was quite deliberate and manipulative, that they were moved as a
scapegoat who would take the fall,” says Ryan (Wren: 2004). But that was not the
entire story. Other women say that they felt they were put in these difficult positions
because they could cope very well. Still others said that they actively sought out the
jobs, quite often the only top positions available, because if they succeeded, the
rewards are great.”
2.7 CONCLUSION
The fight to gain the vote for women is about a lot more than the introduction of the
universal suffrage. It is a story of both social and sexual revolutionary upheaval,
which has not yet ended. The early feminist movement war driven by arguments
over women’s roles in society, balance to be struck between self-fulfillment as well as
their duties to the family and their children.
There has been significant change in previous years. Expanded opportunities for
women, bringing with it the shift in expectations of husband, or father roles within the
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family. Women, though, still carry the major burden of being the primary caretakers.
Traditions die-hard. Fact is, they actually tend to evolve rather slowly. There is no
doubt that the gains in female equality together with the social and political assault on
male chauvinism is combined to produce a new woman.
The idea that ambition is and unfeminine quality is one that is still widespread. It is
more important, now, more than ever before, to ensure that women, through
education and training, are able to support themselves and if necessary, their families
as well. It is evident that careers can work on one condition, both parties co-operate.
Women are far too easily discouraged; they lack commitment often. Although
women’s attitudes have changed, men’s have a little way to still go.
Women are confronted by a very real conflict in their roles, which men are yet to face.
They have to either become ‘surrogate’ males or they have to settle for a lower level
of professional life. Whatever a woman wants, will be difficult to obtain or more
difficult for them to feel satisfied with once they have obtained it. This is why it is not
surprising when women express their dissatisfaction and distress.
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CHAPTER 3
RESEARCH DESIGN AND METHODOLOGY
3.1 INTRODUCTION
While some authors follow a philosophical approach to research design, there are
others which follow a more pragmatic approach. Contemporary Social Scientists
(Leedy 1993:143; Yin 1994:93; Neuman 1994:65; Jackson 1995:18, Rosnow &
Rosenthal 1996:74; Leedy & Ormrod 2001:90) stress the importance of including both
of the above schools of thought in a study.
The objective focus of this chapter will be to establish an appropriate research strategy
for a given problem. The research strategies must be applicable to the nature of the
problem. The assumption will be made that the nature of the research problem, the
objectives of the research problem and the methodology of the research focus on the
triangulation with the primary research methodology focused on quantitative research
and the secondary research on qualitative research.
3.2 WHAT IS RESEARCH DESIGN?
3.2.1 The concept of research
Research is defined as a collaborative human activity in which social reality is
studied objectively with the aim of gaining a valid understanding (Mouton and
Marais, 1992:7). According to Kerlinger (1986: 10), scientific research is
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“systematic, controlled, empirical and the critical investigation of the natural
phenomenon which is guided by the theory and hypotheses regarding the
presumed relations among such phenomena.”
Melville & Goddard (1996:14) define research as a process of expanding the
boundaries of one’s ignorance. The Concise Oxford Dictionary (1995:1169)
defines research as the systematic into sources in order to establish facts and
reach new conclusions or collate old facts by scientific study of the subject or by a
course of critical investigation. Finally, Leedy (1985: 84) maintains that certain
criteria forms a common denominator that is true to all research and must be built
into one’s research design at the planning stage with the discovery on new facts
and their correct interpretation.
The criteria take the following into account in comprehending the nature of basic
research:
· Effective research is rational, systematic and is guided by constructive,
critical assumptions and measurable data
· Research must always answer questions to solve problems
· If there is no discovery, there is no research
· Research is a human activity that promotes critical thinking in a cross-
cultural approach
· There must be the interpretation of data for the enlightening awareness of
what the facts mean (Leedy 1993:12).
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3.2.2 The concept of design
“Design is the preparation of a working plan aimed at systematically assembling,
organizing and integrating data, in order to solve a particular research problem”
(Yin, 1994:20). According to Lee and Ormrod (2001:91), research design includes
the planning, visualization of the data and the problems associated with the
employment of the data in the entire research project. The Concise Oxford
Dictionary (1195:1169) explains that the design is a preliminary plan, concept or
purpose.
From the above definitions, we can conclude that research design can be
interpreted as the preparation of an action plan that is aimed at organizing and
integrating data in an overall framework in order to solve the research problem.
Four fundamentals form the basic to design and these must be resolved with
respect to the data:
· Where are the data located?
· What data is needed?
· How will the data be secured?
· How will the data be interpreted?
According to Yin (1994:20) the purpose of the design is to maximize the validity
and reliability of the research findings.
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3.2.3 Validity and reliability
There are two factors that are very important to consider in any type of
measurement. The one is the validity and the other is the reliability. Validity is
concerned with the soundness or the effectiveness of the measuring instrument.
The following questions could be asked:
· What is the accuracy of the measurement?
· Does the measuring instrument measure what it is supposed to measure?
Several types of validity criteria could be considered. According to Leedy
(1993:41), they are as follows:
· Face Validity, which relies basically upon the subjective judgment of the
researcher.
· Criterion related Validity, which employs two measures of validity, the
second one as a criterion check against the accuracy of the first measure.
· Content Validity, which is the accuracy with which an instrument measures
the factors or situations under study
· Construct Validity, which is the concept such as honesty that cannot be
directly observed or isolated
· Internal Validity, which is the freedom from bias in forming conclusions in
view of the data
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· External Validity, which is concerned with the extent to which the
conclusions that are reached can be generalized from the sample that is
taken and used to clarify other cases
Reliability on the hand, deals with accuracy. “Reliability is the extent to which, on
repeated measures, the indicators yield similar results” (Leedy 1993:42). Reliability
can be evaluated by repeating a question in a questionnaire in quantitative
research projects. It usually confirms the accuracy with which the measurement,
test, instrument, inventory or questionnaire measure what it is intended to
measure.
Research and design focuses on maximizing the both the validity as well as the
reliability of the research findings. “The use of human subjects in research usually
raises the question of ethical standards and should therefore not go without careful
scrutiny” (Leedy, 1993:128).
3.3 METHODOLOGICAL APPROACHES
There are three important contemporary methodological research approaches: the
positivist, interpretative and critical. According to Van Biljon (1999:34), researchers
usually adopt one of these approaches and then formulate a strategy which is
consistent with the approach which they have selected.
According to Jackson (1995:5), the positivist approach is the approach, which is
usually used in the physical sciences. This approach is the one that believes that
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society is organized according to scientific observations as well as experiments
and it is always possible in these cases to establish both a cause and an effect
relationship between variables systematically and statistically. Positivist research
is the research that is most likely to adopt a quantitative paradigm and use
experiments, surveys and statistics (Gummeson 1991:152).
According to the interpretative approach, doubt is expressed over whether it is
always possible to establish a cause and effect between variables in the social
sciences. This approach represents a reaction against an unqualified application
of positivism in the social sciences.
A process is provided to interpret, understand or reconstruct reality instead of trying
to explain casual relationships by means of objective truth and statistical analysis.
Quantitative data i.e. facts and figures as primary sources of information is usually
replaced by language, pictures, sound, text and symbols which play a central role
in the qualitative projects. (Neuman, 1994:61; Van Biljon, 1999:35).
The critical approach is based on the argument that researchers cannot distance
themselves from people in their research. They have to empower people through
their research in order to bring about social justice (Jackson 1995:11). According
to Jackson (1995: 11, 13), researchers using this approach show a preference
towards the historical method of research. According to Van Biljon (1999:36), this
approach does not follow a fixed set of procedures.
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3.4 QUALITATIVE VERSUS QUANTITATIVE RESEARCH
Quantitative research is usually associated with positivism whereas qualitative
research is associated with interpretativism. The best way to try and visualize the
distinction between quantitative and qualitative research is a continuum.
All research methods could be placed somewhere between the extremes of pure
quantitative and pure qualitative research (Jackson, 1995:13). It is, however,
necessary to indicate whether research projects are more qualitative or more
quantitative in nature. This will in turn, play an important role in decisions on which
process to follow and which measuring instruments we should select (Van Biljon,
1999:37). The following Table will give you a summary of the main differences
between qualitative and quantitative research:
Researchers usually face an important choice and that is as to what research method
needs to be used. Leedy (1993:145) believes that the answer to this question could
be found in the nature of the data, the problem of the research, the location of the data,
obtaining the data and the intention with the data. Van Biljon (1999:37), states that if
the data is verbal, the methodology is qualitative and if it is numerical, it is quantitative.
3.4.1 Quantitative Research
“Quantitative research is more highly formalizes as well as explicitly controlled, with
a range that is more exactly defined, and which, in terms of the methods used, is
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relatively close to the physical sciences” (Mouton and Marais, 1992:159. Once
again,
Table 3.1 Differences between Quantitative and Qualitative Research
Quantitative Qualitative
Test hypothesis that researcher
begins with. Hypotheses are stated
explicitly and are formulated
beforehand.
Concepts are in the form of distinct
variables. Concepts have an
ambiguous meaning.
Measures are systematically created
before data collection is
standardized. The researcher
remains largely aloof.
Data are in the form of numbers from
precise measurement.
Theory is largely causal and is
deductive.
Procedures are standard, and
replication is assumed.
Analysis proceeds by using statistics,
tables or charts and discussing how
what they show relates to
hypotheses.
Capture and discover meaning once
the researcher becomes immersed in
data. Hypotheses are frequently
undeclared or stated in the form of a
research goal.
Concepts are in the form of themes,
motifs, generalizations, taxonomies.
Concepts can be interpreted in a
number of ways.
Measures are created in an ad hoc
manner and are often specific to the
individual or researcher. The
researcher is involved with the
events/phenomena.
Data are in the form of words from
documents, observations and
transcripts.
Theory can be causal or non-causal
and is often inductive.
Research procedures are particular,
and replication is very rare.
Analysis proceeds by extracting
themes or generalizations from
evidence and organizing data to
present a coherent, consistent picture.
Source: Neuman (1994:317); Mouton & Marais (1992:159)
this definition tends to lean towards the positivist approach. Quantitative research
seeks to quantify observations about human behaviour through numbers. They
emphasise precise measurement, testing of hypotheses based on a sample of
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observations and a statistical analysis of the data. According to van Biljon (1999:40),
relationships among variables are described mathematically and the subject matter is,
as in the physical sciences, treated as an object.
Variables play a key role in quantitative research. On the other hand, attributes are the
values of categories of a variable and people sometimes confuse the two, variables
and attributes. This research usually tests the most important causal links to be found
in the research domain. According to Neuman (1994:99), this relationship between the
variables is usually expressed as a hypothesis, and hypotheses are tested to answer
the particular research question or to find en empirical support for a theory.
3.4.2 Qualitative Research
Qualitative research relies on interpretative and critical approaches to social sciences.
The aim is to study individuals and phenomena in their natural settings to gain a better
understanding of them. It is evident that qualitative research does not follow a fixed set
of procedures (Van Biljon, 1999:41). According to Neuman (1994:317), the researcher
will have to develop a set of strategies and tactics in order to organize, manage and
evaluate the research. While quantitative researchers manipulate figures and
statistics, the data of qualitative researchers is in the form of words, sentences, and
paragraphs. According to Miles & Huberman (1994:2), qualitative research is more at
risk in terms of validity and reliability.
Mouton and Marais (1992:155) state that qualitative research projects as those in
which the procedures are not strictly formalized, while the scope is more likely to be
under-defined, and a more philosophical mode of operation is adopted.
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Characteristics of qualitative research is that is not always easy to describe the
meaning of qualitative research; and that it is not always possible to classify methods
in terms of the level of qualitativeness. These features are usually referred to as the
core and recurring features for naturalistic studies, configured and used differently in
any research (Miles and Huberman, 1994:7).
Qualitative research methods are particularly orientated towards exploration, discovery
and inductive logic (Patton, 1987:15). The characteristics of inductive logic is as
follows:
· It begins with conjecture, guesses, ideas and expectations
· No hypotheses are designed, nor are any theory-building exercises performed.
· Data is collected through observation, interviews and other qualitative methods
· The product of the research is a new model, theory or hypothesis
Quantitative research usually supports deductive reasoning and analysis. Deductive
logic begins with a explicit conceptual framework which is developed from existing
theory and models. It requires formulating specific research hypotheses, which leads
to a theory-building exercise. The fixed alternative questionnaire is used to collect
data. According to Miles & Huberman (1994:44), the hypotheses are either accepted
or rejected and a casual relationship is established between the variables.
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Table 3.2 can be used in trying to solve the problems of a qualitative method.
Experiment
Form of research
question
How, why
Requires control
over behavioural
events?
Yes
Focuses on
contemporary
events?
Yes
Survey Who, what, where,
how many, how
much
No Yes
Archival Analysis Who, what, where,
how much, how
many
No Yes/No
History How, why No No
Case Study How, why No Yes
Source: Adapted from Yin (1994:6)
In order to choose the most appropriate research strategy or method depends on
three questions:
· The degree of focus on contemporary rather than historical events;
· The type of research question that is posed;
· The extent of control an investigator has over actual behavioural events.
3.4.3 TRIANGULATION
Triangulation is the situation where it is possible to combine qualitative research
methods with quantitative research methods in the same project (Leedy, 1993:143).
Many research projects could be enhanced considerably if a triangulation approach
were taken. Struwig and Stead (2001:19), states that the triangulation method could
include various methods such as interviews, Likert type questions and focus groups.
The interactions between quantitative and qualitative research are illustrated in Figure
3.1.
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Figure 3.1 The interaction between quantitative and qualitative research
THE METHODOLOGY OF RESEARCH
Qualitative research Qualitative research
(Data: principally verbal) (Data: principally numerical)
Observations Surveys
Survey Studies Experimental studies
Historical Quasi-experimental studies
Case Studies Statistical-analysis studies
Unstructured interviewing
Triangulation
A compatibility procedure designed to reconcile
the two major methodologies by eclectically using
elements from each of the major methodologies
as these contribute to the solution of the major problem
Source: Adapted from Leedy (1993:145)
3.5 CHOOSING THE MOST APPROPRIATE RESEARCH METHOD
From the problem setting (chapter 1) it can be concluded that the research project
firstly supports deductive reasoning and analysis. A deductive design begins with and
explicit conceptual framework from existing theories and models. The project requires
is a study into the barriers that women face in an organisation, which leads to a theory
building exercise in which we try to find out how it can be overcome. Questionnaires
are used to collect data and the hypotheses are either accepted or rejected and a
causal relationship is established between variables. Focusing on the problem and the
sub-problem of this study, how, what, and where type questions were asked.
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Qualitative research was introduced in the form of interviews; observations and pilot
surveys were brought in, to further enhance this research project. A methodological
triangulation was used to ensure that the data from the questionnaire was tested in
more than one way with the theory.
3.6 RESEARCH GOALS
Research goals serve as a guideline for what a researcher wishes to accomplish with
the research. According to Neuman 1994:18) the researcher needs to determine
whether the aim of the project is to describe, explain or to explore. The primary aim of
this project was to portray accurately the characteristics of a particular group, situation,
interaction or object (Mouton & Marais, 1992:43).
The goal in exploratory projects is the exploration of a relatively unknown topic,
situation or phenomenon. These projects usually lead to insight and comprehension
instead of the collection of accurate and replicable data. Mouton & Marais (1992:43)
state that exploratory projects include in-depth interviews, the analysis of case studies
and the use of informants.
Descriptive projects are used to accurately portray the characteristics of a particular
individual, group, situation, or organisation, tribe, interaction or social objective. A
detailed picture of the subject is the outcome of a descriptive project. Neuman
(1994:19) states that the aims of descriptive projects may be to:
· Describe a process, mechanism or relationship;
· Find information to stimulate new explanations;
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· Create a set of categories or classify types;
· Provide an accurate profile of a group;
· Give a verbal or numerical picture;
· Present basic background information in context;
· Clarify a sequence, set of stages or steps; and
· Document information that contradicts prior beliefs about a subject.
The main aim of explanatory projects is to test a hypothesis of cause and effect
relationship between variables. According to Mouton & Marais (1992:46), a given
phenomenon is explained in terms of specific causes.
The barriers that women in organizations face will be investigated. A detailed and
critical analysis the theory on women’s rights in South Africa, the barriers that women
are facing in the workplace today, the glass ceiling and the glass cliff effect that most
women in all professions experience will be performed.
3.7 RESEARCH STRATEGIES
It is believed that it is possible to distinguish between the different types of research
strategies (Mouton & Marais, 1992:49). From that, we can conclude that is possible to
distinguish between the following:
· Phenomena, which is studied in terms of their immediate context. These projects
focus on contextual research strategy. Examples include historical sciences;
hermeneutic sciences i.e. languages, arts, jurisprudence and theology; and social
sciences
84
· Phenomena that are studied as they are regarded as representing a larger
population of a similar phenomena.
In the view to generalize the results of this research project, the main aim is to study a
representative number of events or people. The focus will be on general research
strategy in this research project. According to Mouton & Marais (1992: 51), by
integrating the research strategies and research goals, a model, as Table 2 below, can
be developed.
Table 3.3: Interaction between research goals and research strategy
Research
Goal
Exploratory projects
Research strategy
Contextual interest
Overview of
phenomenon by means
of case studies and in-
depth interviews
General interest
Overview of
phenomenon by means
of exploratory surveys
Descriptive projects Case studies, in-depth
interviews, participant
observation
Sample surveys
Explanatory projects Contextual explanations
by means of case
studies, historical
analysis
Experimental and
quasi-experimental
studies
Source: Adapted from Mouton & Marais (1992:51)
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3.8 STRUCTURE OF THIS RESEARCH STUDY
3.8.1 Research Method and Instruments used
From above research methodology, it was found that the most appropriate research
strategy for this research project was the quantitative approach. This research clearly
supports deductive reasoning and analysis. Questionnaires were used to collect data
for this particular study.
3.8.2 Populations and sample populations
This study did not eliminate any levels of the firms. Females from all levels were
questioned as to their experience of all forms of discrimination. The study tried to use
organisations employing more than fifty employees to highlight discrimination between
male and females. The bigger the sample, the more accurate the results will be.
About eighty (80) questionnaires were sent out to colleagues at the company that I
work for namely UTi, their subsidiary companies as well as our big clients. A very poor
response of about twenty-seven point five percent (27.5%) was received, which was
rather disappointing. The follow up response received was that they were too busy,
they had no time or that the questionnaire was too long.
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3.8.3 Categories of the questionnaire
The questionnaire was divided into four main categories. Firstly, there were the
obstacles to career success and how they can be overcome, which included the extent
of barriers to a women’s career advancement, what women feel the top ten barriers to
their career advancements are and the tools that have helped executive women to
overcome their barriers to get them to where they are today.
The second category dealt with the speed at which the barriers are falling and whether
executive as well as non-executive females feel that there has been progress in this
regard. The third category deals with whether current employers are assisting or
further hampering women’s advancement in the workplace, which includes whether an
concertive effort is being made by employers to reduce the barriers and allow for
advancement of females in the workplace. The fourth and last category deals with the
comparative rewards of achievement, which looks at whether females are given
appropriate recognition when achieving in the workplace and whether are been
allowed to progress when proving that they can do the job.
The questionnaire was given to both executive as well as non-executive females and
these served to be the two sample populations that were used to compare the
difference of the way they feel about the different questions that were put to them. The
responses received for each questions were rated on a scale of one to ten depending
on the question and tabulated, which was given to the statician, who helped in getting
the tables per question tabulated for the graphs, from which we could draw the graphs
from.
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3.9 CONCLUSION
Ensuring that a research project conforms to the principles of validity and reliability, is
crucial in a formal systematic approach to research design. The researcher is
effectively guided in addressing the research problem by the research design
decisions. Questionnaires and interviews are the main methods of data collection. The
most appropriate research strategy for this research project is a quantitative approach.
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Chapter 4
RESEARCH DESIGN AND METHODOLOGY
4.1INTRODUCTION
The research methodology used during the study is presented in Chapter 4. The data
was analysed and interpreted in terms of the framework of the questionnaire. Eighty
questionnaires were distributed of which twenty-two were returned, yielding a response
rate of approximately twenty-seven point five percent (27.5%). Areas that were
investigated included:
· Extent of Barriers to women’s career advancement
· Speed at which barriers are falling
· “Top Ten” barriers to Women’s Career Advancement
· Tools that have helped executive women overcome barriers
· Efforts to reduce the barriers to women’s career advancement
· Comparative Rewards of Achievement
All the results of the more relevant subsections of the questionnaires were
documented in tabular from as frequency and percentage of the response from the
respondents. The results were visualized in the form of bar charts. The results were
summarized as the concluding results.
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4.2 EXTENT OF THE BARRIERS TO WOMEN’S CAREER ADVANCEMENT AND
SPEED AT WHICH THESE BARRIERS ARE FALLING
A. BARRIERS FACED DURING CAREER
Fig.1 Perceived Barriers to Career Advancement compared to Similarly
qualified Man: Looking Back at Career
0.00%
20.00%
40.00%
60.00%
80.00%
100.00%
More The
Same
Amount
Less
Non-Exceutive
Females
Executive
Females
Question: Do you believe that you are faced with more, the same amount or
less barriers than an equally qualified man would of faced in your position?
As can be seen in Figure 1, When looking back at their careers, more than half
(87.5%) of non-executive women believe they have faced more barriers to career
advancement than a similarly qualified man would have encountered in their
situation. Approximately 12.5% say that they faced the same number of barriers.
In comparison, approximately 35.7% of executive women feel that they faced more
barriers than a similarly qualified man would have in their situation whereas
approximately 64.3% of executive women feel that they faced with the same
number of barriers. It appears that women currently employed in the not-for-profit
sector, have experienced the same amount of barriers to their career advancement.
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Figure 2: Amount of work to Achieve Current Position Relative to Comparable
Male
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Question: Do you believe that you have had to work more, the same amount
or less than male executives with similar positions, backgrounds and
qualifications?
Perhaps as a result of the additional barriers they face, women believe that they
have had to work harder than men to achieve their current position. Women are
asked to think of a man who has a similar position, qualifications and backgrounds
to themselves. They were then asked whether they believe that they have had to
work more, the same, or less than this male to get their respective positions.
According to Figure 2, approximately 50% of the non-executive women say that
they had to work harder whereas only 27.5% of executive women feel that they had
to work harder for their achievements:
B. BARRIERS FACED TODAY
While the situation women face today is better than what they have experienced in
the past, almost 50% of non-executive women say they continue to encounter more
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barriers to career advancements than a similarly qualified man in their situation. A
further 50% say they currently face the same number of barriers, while none say
they experience fewer obstacles. In the case of executive women, 27.5% feel that
they encounter more barriers, 71.5% say that they face the same number of
barriers whilst approximately none say they encounter fewer obstacles.
Figure 3: Perceived Barriers to Career Advancement compared to similarly
Qualified Man: Looking at Career situation today
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Question: Do you believe that there are currently more, the same amount or
fewer barriers to your career advancements than a similarly qualified man
in your situation faces today?
As the following figures illustrate, this represents a fairly significant improvement
from their past career experiences. At the present time, 71.5% pf executive women
whilst 50% of non-executive women say they face the same number of barriers as
a similarly qualified man compared to 64.3% of executive and 12.5% of non-
executive women who say that they had such equality of opportunity when they
look back at their careers. With 87.5% of non-executive females and 37.5% of
executive women saying they now face more barriers than their male counterparts,
there remains tremendous room for improvement.
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Figure 4: Comparison of the barriers faced in the past with the barriers faced
today
Non-Executive Females
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Question: Do you believe that you are faced with more, the same amount or
less barriers to career advancements than an equally qualified man would
have faced in your position in the past?
Question: Do you believe that you are faced with more, the same amount or
less barriers to career advancements than an equally qualified man would
have faces today?
Approximately two in eight (25%) of non-executive women and 7.14% of executive
women believe that they currently have more opportunities for career
advancements than a man who has similar qualifications and background to
themselves, and occupies a similar position. As the graph below illustrates, almost
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37.5% of non-executive women and 50% of executive women feel that they have
the same opportunities, while 37.5% of non-executive women and 42.86 % of
executive women believe that they have fewer opportunities.
Figure 5: Opportunities for Career Advancement Relative to Comparable
Male
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Question: Do you feel that you have a better, the same or fewer opportunities
for career advancements than males with similar qualifications, positions
and backgrounds?
C. SPEED AT, WHICH BARRIERS ARE FALLING
Executive as well as non-executive women believe that the barriers to their career
advancement are not falling quickly. Rather, women tend to feel that they are
falling at a moderate pace or slowly, depending on the sector. They are falling
slowly in all sectors. As the graphs illustrates, women believe that the not-for-profit
sector is making moderate to slow progress in this regard, with none of the non-
executive and 14.29% of the executive women saying that the barriers are falling
quickly. 12.5% of non-executive women and 50% of executive women feel that
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barriers are falling at a moderate pace whereas 75% of non-executives women and
only 28.57% feel that barriers are falling slowly.
The public sector as well as the private sector ranks very similar in terms of the
progress it is making in reducing the barriers to women’s advancement. Women
currently working in the private sector do not view their sector’s progress any
differently than other executive women. 12.5% of non-executive women and
21.43% of executive women in the corporate board of directors feel that barriers
are falling at a moderate pace. 75% of non-executives and 50% of executives in
these sectors feel that barriers are falling slowly. No women feel that barriers fall
quickly as illustrated in the graph below. Corporate boards of directors receive
abysmal ratings from executive women in terms of the rate at which the barriers to
women’s advancements are falling.
Figure 6: Speed at which barriers to women’s advancements are falling in the
public sector
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Question: Do you believe that barriers to executive women’s advancements
to more senior positions are currently falling quickly, at a moderate pace,
slowly or mot at all in the public sector?
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Figure 7: Speed at which Barriers to Women’s Advancements are Falling in
the private sector
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Question: Do you believe that barriers to executive women’s advancements
to more senior positions are currently falling quickly, at a moderate pace,
slowly or not at all in the private sector, excluding boards of directors?
Figure 8: Speed at which Barriers to Women’s Advancements are Falling on
corporate Boards of Directors
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Question: Do you believe that barriers to executive women’s advancements
to more senior positions are currently falling quickly, at a moderate pace,
slowly or not at all on corporate boards of directors?
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D. BARRIERS TO FEMALE REPRESENTATION ON CORPORATE BOARDS
A number of arguments have been put forward to explain women’s lack of
representation on corporate boards of directors. This survey asked executive as
well as non-executive women to rate the extent to which they believe each
argument to be true.
The most significant reason was that women are not represented on boards ,
according to non-executive women, they feel that there is lack of commitment from
employers to representing women at a senior levels whereas executive women feel
that there is a workplace culture and values that make it easier for men to succeed
than women. As the figure below illustrates, 87.5% of non-executive females feel
that the top barrier to women’s achievements are that there is a lack of commitment
from employers in representing females on boards of directors. 78.57% of
executive women feel that the top barrier to women’s achievements is that there is
a workplace culture and values that make it easier for men to succeed. Clearly, the
argument that there are not enough qualified women available for corporate boards
does not ring true with executive women.
E. “TOP TEN” BARRIERS TO WOMEN’S CAREER ADVANCEMENTS
This section examines the top ten barriers that women believe are holding them
back. Each of these barriers are considered to be either significant, neutral or not
significant. The “Top Ten” list (Figure 9: Non-Executive Women and Figure 10:
Executive Women) portrays the difficult situation facing many women in the
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Figure 9: Executive Females
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Not enough qualified females
Various forms of discrimination
Sitting on boards not a priority for females
Lack of goood networking opportunities
Gender-based stereotyping present
Lack of acceptance of women into "the boys club"
Challenge of balancing career and personal life
Views not sufficiently heard and valued
Lack of female role models
Lack of mentore
Lack of women gone before to open doors
Lack of commitment from employers in representing women at senior levels
Lack of undertanding among employers of barriers to career advancements
Lack of understanding from employers of the value of gender diversity
Lack of commitment by employerd to creating an environment in which females can excel
Worplace culture that values that make it easier for men to succeed
Lack of networking opportunities
Lack of support from family and friends
Inadequate policies for preventing gender-based discrimination
Lack of comfort, on your part, in male-dominated situations and environments
Lack of comfort on the part of men dealing with women on a professional level
Own lack of priority on advancing your career
Breaks in employment I.e maternity leave and caring for dependants slowing down career
Oen values and attitudes towards successsfule women
Agree
Neutral
Disagree
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Figure 10: Non-Executive Women
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workplace today. Many of the top barriers to women’s career advancement relate to a
lack of acceptance of women into executive level culture. Most particularly in the
private sector, most feel that various forms of discrimination, and the resulting
exclusion of women hold them back, from “The Boys” club as well as the lack of
commitment from employers in representing women at senior levels according to non-
executive females.
Executive females on the other hand, feel that there is a workplace culture and values
that make it easier for men to succeed, gender-based stereotyping present, lack of
networking opportunities as well as various forms of discrimination. Women see their
workplaces as having cultures and values that make it easier fro men to succeed than
women. Perhaps as a result of their feelings of exclusion, many women feel their
views are not sufficiently heard and valued which serves as a further barrier to their
advancement. Women also believe they lack the networking opportunities that will
help them expand their range of contacts.
F. EFFORTS TO REDUCE THE BARRIERS TO WOMEN’S CAREER
ADVANCEMENT
As the previous section illustrated, many women believe that their employers should be
working to understand the value of gender diversity at senior levels as well as the
gender-related obstacles women must overcome in the workplace. They want their
employers to work with them to create a family-friendly culture in the workplace, as well
as commit to representing women at the most senior levels of the organisation. We
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will now examine women’s assessments of their employer’s efforts, as well as the
success of their own attempts to overcome barriers.
i. Employers Efforts to Reduce Barriers
The respondents were asked how much of an effort their current employer has made
to assist women at overcoming barriers to their career advancement. As Figure 11
illustrates, less than fifteen percent of executive as well as non-executive females feel
that their employers are making a strong effort in this regard. A further twenty-five
percent of non-executive females and less than thirty percent of executive females feel
that their current employers are making a moderate effort. Most females both
executive as well as non-executive, feel that employers are making no effort at all
when it comes to assisting women to overcome barriers.
Figure 11: Current Employer’s Effort to Assist Women in overcoming
Barriers
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Question: If not self-employed: How much of an effort is your current
employer making to assist females in your organisation to overcome barriers
to career advancements
As Figure 12 illustrates, most women are neutral on whether they believe that there
is an improvement in employers’ efforts.
Figure 12: Success of Employers Efforts
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Question: How successful has your current employer been in helping females
in your organisation to overcome barriers to career advancements
This being said, women are still looking for additional efforts from their employers.
ii. Women’s Efforts to Reduce Barriers
Women feel that their own efforts have been slightly more successful than those of
their employers. Specifically, almost sixty percent of non-executive and forty
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percent of executive women feel that they have been somewhat successful at
overcoming barriers to career advancements that they have faced.
Figure 13: Personal Success to overcoming barriers to Career Advancements
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Question: How successful have you, yourself , been at overcoming any
barriers to career advancement that you have faced as a woman? Have you
been very successful, somewhat successful or not at all successful?
G. THE COMPARATIVE REWARDS OF ACHIEVEMENT
This study also attempted to understand how women, both executive as well as
non-executive, are rewarded for their achievements in relation to men who have
similar qualifications and backgrounds, and occupy similar positions. “Rewards”
have traditionally been only measured in terms of compensation; we have also
measured other important factors. Specifically, the extent to which females believe:
§ They receive credit and recognition for accomplishments
§ Their views are valued and heard in the workplace; and
§ They are treated with respect by colleagues
In addition to this, the study also examined the overall impact of women’s careers
on their personal lives.
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H. COMPENSATION
Approximately twenty five percent of non-executive and fifty percent of executive
women feel that they are paid less than men with similar qualifications and
background who occupy similar positions. Fifty percent of non-executive females
and executive females feel that they earn the same as men and feel only twenty-
five percent of non-executive women believe that equally qualified men earn more
than they do. This view appears to be more widespread in the private and not-for-
profit sector.
Figure 14: Compensation Relative to Comparable Male
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Question: Do you believe you earn more, the same, or less than a male with
similar qualifications, background and position as yourself?
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I. CREDIT AND RECOGNITION FOR ACCOMPLISHMENTS
Figure 15: Extent of Credit/Recognition for Accomplishments Relative to
Comparable Male
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Question: Do you receive more, the same amount or less recognition for your
accomplishments than males with similar qualifications, positions and
backgrounds as yourself?
More than fifty percent of executive women believe that they receive the same
amount of credit and recognition for their accomplishments than their male
counterparts whereas about fifty percent of non-executive women feel that they
receive less credit and recognition.
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J. VIEWS VALUED AND HEARD
Figure 16: Extent to which views are heard relative to Comparable Male
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Question: Are you more, just as likely to be valued and heard in your
workplace than the views of males with similar qualifications as yourself?
About sixty five percent of executive women feel that views are just as likely to be
valued and heard whereas fifty percent of non-executive women feel that they are
less likely to be valued and heard in their workplace than the views of a male
colleague in a similar position.
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K. RESPECT FROM COLLEAGUES
Figure 17: Amount of Respect Relative to Comparable Male
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Question: Do you believe that you are treated with more, the same amount or
less respect than males with the same qualifications, background and
position as yourself?
Thirty-seven percent of non-executive women and forty-three percent of executive
women feel that they are treated with less respect, by their colleagues, than men
who are similarly qualified. The same amount of women feel that they are treated
with the same amount of respect.
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L. IMPACT ON PERSONAL LIFE
Figure 18: Impact of Work on Personal Life
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Question: Would you say that your personal life generally benefits, is not
affected, or suffers as a result of your career?
Approximately fifty percent of executive women and thirty-eight percent believe that
their personal lives suffer as a result of their careers; while fifty percent of non-
executive and twenty-nine percent of executive women feel that their personal lives
are not effective, while twenty-one percent of executive females feel that their
personal lives have benefited.
4.3 CONCLUSION
As illustrated by the quotations below, executive women are looking for both their
workplaces and male colleagues to more inclusive in both their formal and informal
business dealings.
· “I do not feel welcome and understood”
· “The ‘meeting after meeting’: Golf, Hockey, Cigars, Drinks”
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· Men prefer to deal with men rather than women, so there’s no opportunity to
establish credibility”
· “Men/Bosses who are threatened by women’s talent, power”
· “Working with insecure men”
· “Knowing how to joke around with male executives”
· “[Working in] a competitive, rather than supportive, environment”
While struggling with these barriers, women are also addressing the on-going
challenge of balancing their personal and professional lives. Women are also
looking to their employers to understand the value of gender-diversity at senior
levels and the gender related obstacles women must overcome. They want
employers to create a more female-friendly culture in the workplace and to commit
to representing women at the most senior levels of the organisation. Some feel that
tighter policies for preventing gender-based discrimination are also needed.
Gender-based stereotyping also ranks as a significant barrier to women’s career
advancement, with respondents providing comments such as:
· “Being taken seriously in the financial sector”
· “Men who still think women need help”
· “Stereotypes based on gender/appearance”
· “Male chauvinism”
· “Proving equality as an equal female partner”
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CHAPTER 5
FINAL CONCLUSIONS AND RECOMMENDATIONS
5.1 INTRODUCTION
The story of the fight to gain the vote for women is about much more than a
skirmish around the introduction of universal suffrage. It is a story of social and
sexual revolutionary upheaval, and one, which has not yet ended. The movement
for women’s suffrage in the late – 19th and early 20th centuries prefigured to a
startling extent to controversies, which range today around the role of women far
from the stereotype of a uniform body of women chaining themselves to railings,
the early feminist movement was driven by virulent arguments over women’s role in
society, the balance to be struck between self-fulfillment and their duties to family
as children as well as their relationship with men.
The struggle for equality for women, the struggle to change the ideology of men
and women towards women goes hand in hand with the general struggle for
socialism. However, if we raise those questions which concern particular
oppressed peoples as more important than the struggle against imperialism, the
road to socialism will be even longer and more difficult.
Women’s greater access to higher education means a larger supply of skilled
female resources. Thus, women acquire, based on demographics, increasing
power in the job market. Women’s progress in recent years in working, through
direct (collective) and indirect (social) action has been an effective way of breaking
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down the barriers. Their actions have breached the heretofore isolated and closed
world of “white males” that barred not just women but all other kinds of human
resources who were not one of them. Thus it would not be a mistake to view
women as a leading edge of a movement toward diversity that involves other
groups like ethnic minorities and the disabled, whose potential is frequently ignored
and wasted.
In effect, the mechanisms that tend to marginalize different groups seem to refer to
a common cultural matrix, which has been in crisis for some time, in which, for
example, vertical relations are more important than horizontal ones, and in which
individualism in an occupation is held in higher regard than communication and
sharing knowledge and skills.
The reason why women failed to break down the ‘glass ceiling’ barrier in an
effective way is that they had never valued themselves highly enough. Not
uncommon, women put themselves in a lower and staffing position as compared to
men. They are used to accepting passively whatever is given to them, instead of
asserting themselves. “Glass Ceiling’s” have already been there for a long time
and the existence will last for a while. We can hardly eliminate them overnight by
passing regulation. However, through the joint effort by women and men, we can
help push back to prevent exerting negative effects upon both men and women.
As for women themselves, instead of trying to break the ‘Glass Ceiling’, they need
to find their own personal windows to get around the threats from the hovering
‘ceiling’. The only advice is that women should try to balance themselves between
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how much career advancements she can achieve and the many trade-offs that she
is willing to make, and be prepared to take the risks of quitting the job and starting
something anew.
The situation has improved, but women still only seem to progress up to a certain
point in companies. They can see the top from where they are but something is
keeping them back. More than fifty percent (50%) of women believed that their
careers would have proceeded differently if they had been male – and
“management prejudice and stereotypes” was the biggest reason given.
It was also found that in terms of their impact on the candidate’s career, the ten
most helpful strategies were:
· Taking on challenges and visible assignments;
· Working Hard;
· Developing your skills;
· Having clear goals and priorities;
· Having a support system;
· Changing your attitude from a “victim” mentality to a “power” mentality
· Understanding the organisation and its culture;
· Learning from other people; and
· Finding a good mentor.
The debate on women’s advancement has been going on for years, and the pat
answer that ‘women should be more like men’ has not taken women – or men –
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very much further than when this debate first started. This is despite the fact that
the environment in which the debate takes place has changed considerably.
Legislation has made it illegal to discriminate against women when it comes to
being hired and/or remunerated. Considerably, more women have higher
education today than was the case ten years ago, and more women are reaching
the top of the corporate ladder, but, fundamentally, things have not really changed
at the top.
What is found is that by instituting work or life balance programmes throughout the
company, the turnover rate for women does drop, but it shows a higher decrease
for men – companies in turn become better places for everyone to work, which in
turn increases productivity and competitive advantage. As this way becomes more
entrenched, I think that not only is the definition of success going to continue
changing, but more women are going to be successful – and in ways that, for the
first time, makes sense to them. There are companies that are making huge leaps
in maximizing the contribution that women make and the trend can be expected to
continue.
It would be incomplete to finalise any research project without investigating the
possible implication of the research results. In this chapter, the main findings are
highlighted.
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5.2 MAIN FINDINGS
The study’s main aims were first to investigate the barriers to women’s progress in
an organisation, how they can be overcome as well as the current practices
towards the advancement of women in the workplace.
From the data that was obtained from the written survey, it is clear that when
looking back at their careers, women believe they are faced more barriers to
advancing their careers than a similarly qualified man would have encountered in
their situation. Perhaps as a result of additional barriers they have faced, women
also tend to believe that they have had to work harder than men to achieve their
current position. Women also believe that they have had to work harder than a
man they know who has similar qualifications and background as themselves, and
who occupies a similar position.
The situation women face today is better than what they have experienced in the
past; albeit significant room for improvement remains. Women continue to
encounter more barriers to career advancements than a similarly qualified man in
their situation. Women also believe that they currently have fewer opportunities for
career advancements than a man who has similar qualifications and background to
themselves and occupies a similar position.
Women do not believe that barriers to their career advancements are falling quickly.
Rather, women tend to feel that they are falling slowly, or at a moderate pace,
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depending on the sector. Barriers are believed to be falling the fastest in the public
sector.
A number of arguments have been put forward to explain women’s lack of
representation on corporate boards. The most significant reason that women are
not represented on corporate boards is that various forms of discrimination keep
them from being appointed. The second most credible reason is that lack of good
networking opportunities for women means that they have less of a chance of
making the contacts that can lead to board appointments. The other two reasons –
sitting on a board is not a priority for many women, so they do not promote
themselves for these positions, and there are not enough qualified women available
– are believed to be true by less than fifty percent of the females. Clearly, the
argument that there are not enough qualified women available for corporate boards
does not ring true with women.
While much qualitative and anecdotal evidence exists regarding the various
gender-related obstacles that prevent women from advancing to more senior levels,
there are few data available that identify the significance of each barrier. Many of
the top barriers to women’s career advancements relate to a lack of acceptance of
women into executive-level culture. Most women feel that men are not comfortable
dealing with women on a professional level, and the resulting exclusion of women
from “the boys’ club” and “the meeting after meeting”. Women see their workplaces
as having cultures and values that make it easier for men to succeed than women.
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As a result of these feelings of exclusion, many women feel their views are not
sufficiently heard and valued – which serves as a further barrier to their career
advancements. Women also believe they lack the networking opportunities that will
help them expand in their own range of contacts. Women are looking for their
workplaces and their male colleagues to be more inclusive in both their formal and
informal business dealings.
While struggling with these barriers, women are also addressing the ongoing
challenge of balancing their personal and professional lives. This issue serves as a
significant barrier to women’s career advancement, and is a primary consideration
for women when they are choosing an employer. This issue is so significant that
almost half the women have considered changing employers in order to acquire
better work-life balance.
In many cases, the careers of today’s female executives are also hindered by
having to open doors that have previously been closed to women. This factor is
significant as, in many cases, women are the most senior women in their
organisation, and lack the role models of their own gender. Women are also
looking to their employers to understand the value of gender-diversity at senior
levels and the gender-related obstacles women must overcome. They want
employers to create a more female-friendly culture in the workplace, and to commit
to representing women at the most senior levels of the organisation. Some feel that
tighter policies for preventing gender-based discrimination are also needed.
Gender-based stereotyping also ranks as a significant barrier to women’s career
advancement, with respondents providing comments such as: “men who still think
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women need help “ and “[the challenge of] proving equality as an equal female
partner”. Interestingly, a minority of women view breaks in employment such as
maternity leave and caring for dependants as slowing down career advancements.
This barrier is roughly the same magnitude among those who have and have not
had children. Women believe it pales in significance next to other obstacles they
face.
One of the most frequently mentioned tools that have helped women overcome
barriers is their own persistence and determination with comments such as: “not
letting yourself be pushed aside or not heard”; “… being assertive and not falling
into the trap of being inferior”; and “always ensuring that we are included in
everything as opposed to sitting back and waiting for invitations”. In addition to
being persistent and determined, women are working to network and develop
contacts. Given the earlier finding that “being excluded from the boys’ club and the
‘meeting after meeting’” is one of the biggest barriers to women’s advancements, it
is not surprising that women are working to create “alternate networks” of their own.
These efforts include: “networking with other women within the organisation”;
“making an effort to interact socially with men”; and “trying to play golf”. Relying on
their own expertise and skills to help overcome barriers is another key, according to
women, as is having a mentor, role model or coach.
Women believe their employers’ efforts in this are have been moderately
successful. That being said, it is evident that women are looking for additional
efforts from their employers. Women feel that their own efforts have been slightly
more than those of their employers.
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· In addition to examining various barriers to women’s career advancement, this
study also sets out to understand how women are rewarded for their
achievements, in relation to men who have similar qualifications and
background, and occupy similar positions. While “rewards” have traditionally
been measured in terms of compensation, this study has also measured other
important factors. In summary:
· Women believe they are paid less than men with similar qualifications and
background and who occupy similar positions
· Women believe that they receive less credit and recognition for their
accomplishments than their male counterparts.
· Views are less likely to be valued and heard in their workplace than the view of a
male colleague in a similar position.
· Women believe that they are treated with less respect by their colleagues, than
men, who are similarly qualified, and occupy similar positions.
5.3 RECOMMENDATIONS
To conclude this research study in a proper manner, recommendations should be
made to suggest areas where further studies would be appropriate. The following
recommendations are made, either as a result of research activities, or from
observations during the process.
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5.3.1 Organisational Structure
As seen earlier in the text, “those who advocate a ‘colour blind’ or ‘sex blind’
approach to hiring and promotions ignore the fact that the usual racial and sexual
biases will persist without intervention.” (Blumberg, 1987:130). Women have
transformed the workplace and are here to stay (Kimmel: 2001). Kimmel adds that
almost half of the labour force is female. The structures of the labour market,
relations in the workplace, control of the work process as well as the compensation
system are all affected by these elements of the organisational culture.
Organisations are gendered. From the response that was received regarding the
function of organisational structures, it was clear that this was an area that should
be covered in more detail during future studies. Organisations are at this stage,
sticking to what they know and are not very adventurous when it comes to
implementing new structures or restructuring.
5.3.2 The Glass Cliff
Just when it seemed that the current wave of women Managing Directors and Chief
Executive Officer’s are managing to crack the Glass Ceiling that exists, another
invisible peril is lurking, which is threatening to send women’s careers into a freefall:
the “Glass Cliff”. According to a new study by psychologists, female high–fliers who
make it to the top of their particular professions and are appointed to company
boards are at greater risks than their male counterparts of becoming the fall guy. It
is they; it seems who get pushed over the corporate cliff if the business does not
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improve. A good area for further research would be to see if female executives are
really being set up for a fall or not?
According to Alex Haslam (Wren: 2004), women were often only appointed to
senior managerial jobs in firms that were in trouble and that once business picked
up again, the gender doors closed once more. The glass cliff phenomenon was not
confined to a specific profession or social group, but found across the business
spectrum. Men were seen generally as being very good when everything was
going well but women have the upper hand in a crisis.
5.3.3 What women want
It is evident that competition is not all there is to work, relationships are more
important. Competition is the only way to succeed – as an individual and an
organisation - might have been true in the past, but is a view that is changing.
Competition can be healthy but, too often, it is not. The agenda’s of companies are
also changing with the wave of corporate governance and the dynamics, which
underpin effective corporate governance, are increasingly finding their way to the
top of global business agendas where women have been found to add considerable
value. It has long been acknowledged that women have different styles of
corporate and personal development. Women are able to compete, but they prefer
not to. Another area of further study would be: “Are relationships the basis of
competitive advantage, rather than efficiency, products and services or information.
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5.3.4 Where have all the women gone?
An interesting change is that women are moving out of their traditional roles, like
Human Resources, into other areas, including heavy manufacturing. Women are
felt to often be a better financial risk, as they “put so much more on the line”. It is
believed that with more women in high positions and with different views coming
across around boardroom tables, companies will become less patriarchal.
Companies are changing in an attempt to retain skilled women. A study that could
be taken further would be to see how successful companies are in retaining skilled
workers particularly females.
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ANNEXURE A: COVERING LETTER
Dear Colleague,
I am currently engaged in post-graduate studies, the topic of my dissertation being “The barriers to
women’s advancement in the workplace”.
As part of my research I will be conducting a series of surveys to obtain data on the obstacles that
women face in order to advance in the workplace and how it can be overcome.
As a result of your experience that you have in trying to overcome these obstacles and the obstacles
that you still face, your views and opinions concerning existing practices will be of major importance,
not only in respect of this study but also as a further contribution to the advancement of women in the
workplace in South Africa.
Enclosed, please find Survey 1 covering basic demographic data about your organisation and Survey
2 covering the barriers, how they can be overcome as well as the current practices towards the
advancement of women in the workplace. It would be greatly appreciated if you could spare a few
moments of your valuable time and contribute to the study by completing the questionnaire and
returning it to me by 24 November 2005 at the latest, either post it to me, or return by e-mail:
Sadeshini Pillay
2 Rochea Street
Malabar
Port Elizabeth
6020
All data will be treated in the strictest confidence and the findings of the study will be made available to
participants after completion of the study.
Should you require any further information concerning the study as a whole or this survey in particular,
please do not hesitate to contact me at:
Telephone: (041) 457-3339 (Home) (041) 501-2625 (Work)
083 959 9995 (Cell) e-mail: spillay5@uti.co.za
I look forward to receiving your response and thank you for your willingness to participate.
Yours sincerely
Sadeshini Pillay
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ANNEXURE B: SURVEY 1 QUESTIONNAIRE
BARRIERS TO WOMEN'S ADVANCEMENT IN THE WORKPLACE
YOUR ORGANISATION
1 Organisation's name
2 Organisation's address
3 Title and capacity
SECTION 1: OBSTACLES TO CAREER SUCCESS AND HOW THEY CAN BE OVERCOME
1 Do you believe that you are faced with more, the same amount or fewer barriers
to career advancements that an equally qualified man would have faced in your
Position
More 1
The Same Amount 2
Fewer 3
Do not know 4
2 Do you believe that there are currently more, the same amount or fewer barriers
to your career advancements than a similarly qualified man in your situation faces
More 1
The Same Amount 2
Fewer 3
Do not know 4
There are many arguments given as to why women are not adequately represented
on corporate boards of directors. Please specify the degree to which you agree
or disagree with the following statements: SA=Strongly Agree; A=Agree; N=Neutral;
D=Disagree & SD=Strongly Disagree
128
3 There are not enough qualified women available SA A N
4 Various forms of discrimination keep women from being
appointed to boards SA A N
5 Sitting on a board of directors is not a priority for many
women, so they do not promote themselves for these positions SA A N
6 The lack of good networking opportunities for female executives
means they haveless of a chance of making the contacts that
can lead to board appointments SA A N
7 Gender - based stereotyping is present SA A N
8 Lack of acceptance of women into "the boys club" such as SA A N
being excluded from 'meeting after meeting"
9 The challenge of balancing your career and personal life SA A N
10 Your views are not sufficiently heard and valued in the workplace SA A N
11 Lack of female role models SA A N
12 Lack of mentors SA A N
13 Lack of women who have gone before you and opened doors SA A N
14 Lack of commitment from employers to representing women at SA A N
senior levels
15 Lack of understanding among employers of the barriers to the
advancement of female executives SA A N
16 Lack of understanding among employers of the value of gender
diversity at senior levels SA A N
17 Lack of commitment by employers to creating an environment
in which female executives excel SA A N
18 A workplace culture and values that make it easier for men to
succeed than women SA A N
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19 Lack of networking opportunities SA A N
20 Lack of support from family and friends SA A N
21 Inadequate policies for preventing gender-based discrimination SA A N
22 Lack of comfort, on your part, in male-dominated situations and
environments SA A N
23 Lack of comfort on the part of men dealing with women on a
professional level SA A N
24 Your own lack of priority on advancing your career SA A N
25 Breaks in employment such as maternity leave/ caring for
dependents are slowing down your career advancement SA A N
26 Your own values and attitudes toward successful women SA A N
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27 To what degree have the following tools, resources and initiatives, if any, helped you to
overcome the barriers to career advancements that female face.
N=Not at all; A little; A lot; NA=Not applicable; Please respond to each one
Persistence / Determination N Little Lot
Networking / Develop Contacts / Attend Functions N Little Lot
Competence / Expertise / Skills N Little Lot
Hard Work N Little Lot
Attitude / Confidence / Know your own worth N Little Lot
Supportive Family / Friends/ Spouse / Colleagues N Little Lot
Taking initiatives / Creating Opportunities N Little Lot
Supportive Company / Employer / Culture N Little Lot
Interpersonal Skills N Little Lot
Promoting Equal Opportunity - Work environment N Little Lot
Tolerance / Learned to Play the Game N Little Lot
Balancing work and life N Little Lot
Honesty / Integrity N Little Lot
Disregard barriers N Little Lot
Work harder than men N Little Lot
Strong communication skills N Little Lot
Take risks N Little Lot
Show professionalism N Little Lot
Life experience N Little Lot
Having vision / Seeing Bigger Picture N Little Lot
Have not encountered barriers N Little Lot
Fighting gender bias N Little Lot
Creativity / Ingenuity N Little Lot
Did not join "Old Boys Club"/ Stayed Female N Little Lot
Decision Making ability N Little Lot
Knowing when to quit / Take a break N Little Lot
Sacrificing personal life N Little Lot
Asking for help / Asking questions N Little Lot
Corporate Downsizing / State of Economy N Little Lot
Being comfortable / Satisfied with the job N Little Lot
Other N Little Lot
29 Do you believe that there is an invisible barrier known as the glass ceiling that exist?
Yes
No
Do not know
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30 Are you currently self-employed
Yes
No
Refused
SECTION 2: THE SPEED AT WHICH BARRIERS ARE FALLING
Do you believe that barriers to executive women's advancements to more senior
positions are currently falling quicky, at a moderate pace, slowly or not at all in
each of the following sectors
Q=Quickly, MP=Moderate Pace, S=Slowly, N=Not at all, BD=Barriers Do not exist
31 Public secor? Q MP S
32 Private sector, excluding corporate boards of directors? Q MP S
33 Corporate boards of directors? Q MP S
SECTION 3: ARE YOUR CURRENT EMPLOYERS ASSISTING OR FURTHER HAMPERING
YOUR
ADVANCEMENT IN THE WORKPLACE
34 ONLY ANSWER IF NOT SELF-EMPLOYED:
How much of an effort is your current employer making to assist females
in your organisation to overcome barriers to career advancements
Strong Effort
Moderate Effort
Weak Effort
No Effort
Do not know
35 ONLY ANSWER IF NOT SELF-EMPLOYED:
How successful has your current employer been in helping female executives in
your organisation to overcome the barriers to their career advancements
Very Successful
Successful
Neutral
Not Successful
Do not know
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SECTION D: COMPARATIVE REWARDS OF ACHIEVEMENT
36 Do you believe that you earn on average more, the same or less than male
executives with similar qualifications, background and position as yourself?
More
The Same
Less
Do not know
37 Do you believe that you are treated with more, the same amount or less respect
than male executives with similar qualifications, background and position as
yourself?
More
The Same
Less
Do not know
38 Do you feel that you have better, the same or fewer opportunities for career
advancements than male executives with similar qualifications, poisitions and
backgrounds?
More
The Same
Less
Do not know
39 Do you feel that you have to work more, the same amount or less than male
executives with similar positions, backgrounds and qualifications
More
The Same
Less
Do not know
40 Are you more, just as or less likely to be valued and heard in your workplace than
the views of male executives with similar positions, backgrounds and qualifications
as yourself
More Likely
Just as Likely
Less Likely
Do not know
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41 Do you receive more, the same amount or less recognition for your
accomplishments that male executives with similar qualifications, positions and
backgrounds as yourself
More
The Same
Less
Do not know
42 Which one of the following best describes your current work arrangement.
(Choose one only)
Employed Full Time
Work a shortened week (Less than 5 days per week)
Currently unemployed
Self- Employed
Very Flexible work hours
Other
Refused
43 In the past year of your career, how many hours have you spent working during an
average 7-day week ( Excluding vacations but including work that is done inside
or outside the workplace)
25 - 40 hours
41 - 45 hours
46 - 50 hours
51 - 55 hours
56 - 60 hours
61 - 80 hours
Do not know
44 Would you say that your personal life generally benefits, is not affected or suffers
as a result of your career
Benefits
Is not affected
Suffers
Do not Know
45 On an average work night, how many hours do you spend sleeping
46 How many hours would you like spend sleeping on an average work night
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47 What age group do you currently fall in
25 - 34 years
35 - 44 years
45 - 54 years
55 - 64 years
65 and over
Refused
48 Are you currently married, living with a partner or single?
Married / Living with a partner
Single
Refused
Thank you for your kind cooperation
Sadeshini Pillay October 2005
